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Abstract 
Information technology (IT) project success depends on having a project manager with effective decision-
making, leadership, and project management skills. Project success also depends on completing the project in a 
given budget, time, and scope. However, there is a limited understanding of the lived experiences of IT 
managers and the following workplace factors: cultural, functional, and organizational differences. The purpose 
of this phenomenological study was to understand these lived experiences of 20 IT project managers or leaders 
at global workplaces based in the United States. The research questions were focused on the effect of these 
workplace factors on information technology project success. In accordance with nonrandom purposeful 
sampling strategies, a snowball technique was used to find more participants. An open-ended, e-mail 
questionnaire was created and sent to participants to collect data. The data were coded to discern themes or 
patterns. According to study results, team members should acquire a broader array of knowledge and 
experience; appreciate other cultures to create a more trusted working environment, leverage technical expertise 
and skills to foster team effectiveness, reduce project risks, gain and diversify skill sets; achieve more tasks in 
shorter time frame, and allow members to use creativity and talent. This study has implications for positive 
social change because organizations that understand the workplace factors may be able to improve project 
management strategies and cost benefits leading to higher efficiency, profitability, and productivity thus 
benefiting management, employees, and customers.  
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1. Introduction 
Many public and private sector organizations compete in the global marketplace. Some organizations are using 
global virtual project teams (GVPTs) as a way of developing software solutions for customers more efficiently 
and effectively [167].  Such GVPTs are employing state-of-the-art software development methodologies 
(SDMs), technologies, and processes [167].  However, information technology (IT) projects fail and 
cancellation rates continue to remain high.  For instance, within the last decade, researchers have indicated that 
many IT / Information Systems (IT / IS) projects fail [40,169,181,206].  Weiling and Ping [220] noted that for 
an IT project to reach a desired goal or objective, the project manager must possess effective decision-making 
and leadership, and project management (PM) skills. 
1.1 Background of the Study  
Software development projects fail and cancellation rates remain high.  Shenhar and Dvir [188] stated that more 
than 60% of IT projects are delivered late or over budget.  Additionally, the Standish Group [206] found that 32% 
of the IT projects examined were successful and 68% of the IT projects were not successful.  Emam and Koru 
[65] studied global IT projects in 2005 and 2007 and found that the overall failure and cancellation rates were 
high.  Ke and Wei [110] noted that the success rate of enterprise resource planning (ERP) designs was 
approximately 20%.  The 20% success rate consisted of ERP projects for all types of IT projects. There were 
several reasons for these software development projects failures and cancellations rates.  For instance, IT 
managers may not identify and control software risks, which can contribute to project failures [181].  Researchers 
have demonstrated that many software development project failures also result from unidentified and 
uncontrolled risks [40,169,181,206].  Additionally, Kerzner [111] argued that some IT software development 
projects fail because project managers are not adequately monitoring schedule, cost, and scope variables.  An IT 
manager’s lack of proper leadership style and inadequate leadership skills may also contribute to project failure.  
For example, inefficient leadership leads to an increased risk of project failure.  The IT manager’s leadership style 
plays a role in the outcome of the project [116].  GVPTs exhibit greater risks due to cultural, functional, 
organizational and language differences, and insufficient technical resources.  Cultural, functional, and 
organizational differences and internal factors also effect IT projects [67, 157, 169].  Reed and Knight [169] 
posited that GVPTs face greater challenges and risks than a collocated team.  Reed and Knight concluded that of 
the 55 projects they studied, seven were comprised of inadequate knowledge transfer, deficiency of the project 
team coherence, cultural and language differences, inadequate technical resources, inexperience with the firm and 
its processes, loss of core resource(s), and concealed agendas.  These projects exhibited a significantly heightened 
risk for the GVPT versus for traditional team projects.  However, researchers have recommended that more 
studies be conducted to understand why these software development projects fail and why cancellation rates 
remain high.  Oza and Hall [157], Espinosa et al. [67], Sharma et al. [187], and Reed and Knight [169] argued 
that workplace factors such as cultural, functional, and organizational differences effect IT project success; 
however, limited studies are available to confirm the statement. As noted by Espinosa et al., Nair [146], and Reed 
and Knight, most researchers have studied specified variables of cost, scope, and schedule.  
Organizational leaders can take proactive measures to help prevent the failure and cancellation of these software 
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development projects.  For instance, project managers must be cognizant of organizational issues and additional 
efforts must be created in order to coordinate IT with organizational business strategies. Team cultural 
cognizance, motivation, cohesiveness and synergy, and job satisfaction of the team members are needed in order 
to accomplish project success. The management team must also ensure that any dilemmas in communication, 
expectation, and interaction process are addressed and rectified before venturing on the project.  Carte, 
Chidambaram, and Becker [34] posited that when firms become more complex, global, and dynamic, IT-linked 
projects are needed to streamline the business process to accomplish competitive advantage, and require 
innovative business solutions to design IT projects.  Additionally, IT projects should be managed to produce 
economic value and competitive advantage.  For a project to be successful, process and tools should be 
understood beforehand.  To evaluate IT project success, project managers have to manage project efficiency, the 
effect on customer, business success, and long-term sustainable development [67].  
Managers with good project management skills are needed to fulfill set goals or objectives.  To lead efficiently in 
GVPT, the leaders of GVPTs necessitate relationship building, technical and leadership skills, and the ability to 
defuse the defeats of GVPT members [174].  Leaders with effective decision-making and project management 
skills can improve a project’s success rate [116].  Leadership skills necessitated by leaders in GVPT climates 
include emotional intelligence, the ability to create an open and supportive climate, and to influence and guide by 
example [174].   
1.2 Research Questions  
The research questions were (a) what are the lived experiences of managers regarding the effects of the 
workplace factors of cultural, functional, and organizational differences on IT project success?, (b) What are the 
lived experiences of managers regarding arbitrating task process variables (e.g., coordination, task programming 
and team communication, and knowledge) on the enhancement of the likelihood of success, given the presence 
of these workplace factors?, and (c) What are the lived experiences of managers regarding a style that is best 
suited for managing a virtual team? These three research questions were developed into the following 
subquestions: 
1. What is your lived experience on a virtual team? 
2. What is your lived experience on how virtual team cultural differences could effect IT project success?  
3. What is your lived experience on how virtual team functional differences (e.g., when more than one area 
of functional expertise is represented within a team) could effect IT project success or related to team-
rated performance?  
4. What is your lived experience on how virtual team organizational differences (e.g., multiple vendors 
increase project complexity as an outcome of different and sometimes conflicting sets of goals and 
success measures) could effect IT project success?  
5. What is your lived experience on how effective virtual team coordination (e.g., task programming and 
team communication) could enhance the chance of success of IT projects success? 
6. What is your lived experience on how effective virtual team trust could heighten the likelihood of IT 
project success?  
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7. What is your lived experience on how effective virtual team knowledge sharing could heighten the 
chance of IT projects success? 
8. What is your lived experience on how effective virtual team knowledge management could heighten the 
likelihood of IT projects success?  
9. What managerial style is best suited for managing virtual team? 
The study Subquestions 1 to 4 were derived from the Research Question 1, Subquestions 5 to 8 were derived 
from Research Question 2, and Subquestion 9 was derived from Research Question 3. In accordance with the 
nonrandom, purposeful sampling strategies, I employed a snowball technique to find more participants.  A pilot 
test of the interview or subquestions was done as well with three participants.  The study contained open-ended 
questions to collect data.  I distributed these interview questions to participants via e-mail to collect data.  I then 
coded and analyzed the data for themes and patterns. 
2. Literature Review 
Researchers indicated that IT projects continue to fail at a high rate. Kerzner [111] argued that some IT projects 
fail because project managers are not monitoring the variables of schedule, cost, and scope.  Shenhar and Dvir 
[188] illustrated that more than 60% of IT projects are not completed on time and within budget.  The Standish 
Group (2010) wrote that 32% of the IT projects examined were successful and 68% of the IT projects were not 
successful; the failures were due failed and deserted projects. IT project success depends on various factors: 
having an IT project manager with effective leadership and decision-making.  Traditionally, project success also 
depends on achieving the project in a given time, budget, and scope.  However, there is a limited understanding 
of the lived experiences of those who experience the following workplace factors: cultural, functional, and 
organizational differences [67, 157, 169]. 
The purpose of this qualitative, phenomenological research study was to understand the lived experiences of IT 
managers with the workplace factors of cultural, functional, and organizational differences at global workplaces 
based in the United States.  Up-to-date, real world communities are alike in many ways.  These communities have 
internal factors comprised of communication, project management, accessibility of resources, project preparation, 
budget allotment, requirement and release management, and modification control process [36,65,67, 157,169].  
However, limited information is available regarding workplace factors that have an effect on IT projects 
[36,65,67, 157, 169].  The scope of the study was within the United States and included virtual team 
professionals. The participants were drawn from members of managers from an international project management 
association. This study has implications for positive social change because organizations that understand 
workplace factors that effect the success of IT may develop strategies to improve project management and cost 
benefits leading to higher efficiency, profitability, and productivity. 
Globalization has resulted in the demand for more efficient and competitive firms, meaning an increase in the 
use of GVPTs that span time zones, firm boundaries, and cultures [227].  GVPTs have the ability to transform a 
global enterprise by maximizing the use of all its resources to respond rapidly in a global marketplace.  GVPTs 
can be organized independently of stakeholders’ locations, gathering the best set of employee skills to be 
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applied to the work at hand [227].  GVPTs can also be a source of costs savings, as evidenced by Volvo, which 
discovered a 50% decrease in its travel disbursements by designing GVPTs [227].  Such GVPTs are employing 
the latest SDMs, technologies, and processes [167].  But, IT projects failure and cancellation rates continue to 
remain high.  For instance, within the last decade, researchers have indicated that the number IT / IS projects 
that fail and are never brought to achievement is significant [40,36,65,67, 157, 169,205].  Weiling and Ping 
[220] noted that for an IT project to reach a desired goal or objective, the project manager must possess effective 
decision-making, leadership, and project management skills.  
The literature review in this chapter includes project management, difficulties in outsourcing, project success 
model, offshore software development, potential difficulties and suggested provisional solutions, GVPT 
software project risk management, review of current findings relating to GVPTs, GVPT workplace factors that 
shape IT project success, coping factors that shape IT project success, and a research method review. The 
chapter also contains details about several theories used to ascertain IT project success and research on 
workplace factors effecting IT project success. 
2.1. Literature Review 
2.1.1. Project Manager  
Researchers indicated managers with effective leadership skills help improve project success outcomes. 
Ginsburg [78], Chen [41], Chen et al. [40], Quisenberry [167], Kocheria and Korrapati [116], and Zivick [227] 
noted that managers who possess effective skills could increase the likelihood of project success.  Fulfilling 
customer requirements are also a good core indicator of project success [41, 204].  Standing et al. [204] noted 
that in order to accomplish customer satisfaction, a manager must ensure that customer requirements do not 
change and that effective change management protocols and processes are built.  The management team must 
also ensure job satisfaction among team members.  High job satisfaction can lead to lower absenteeism and 
turnover and more dedication to IT project success [41,40,204].  Job satisfaction of project managers also is 
critical factor in successful project culmination.  Standing et al. noted that if a company is successful in 
designing an IT project, it might gain revenues, diminish life-cycle costs, and increase competitive advantage.  
Successful IT projects are made to produce economic value and competitive advantage [41].  Hence, 
organizational leaders need to realize this significant prior to initiate any new project for organizations 
sustainable development. 
IT managers must possess project management skills to fulfill set goals and objectives, extradite caliber products, 
and maximize revenue while downplaying costs [41,40,204,78,167,227].  Successful IT projects can lead to 
prompt business gains, and sometimes long-term benefits like organizing the firm for future challenges, 
competitive market situations, and long-term development [41,40,204, 78,167,227].  In order for a project to 
succeed, process, instruments, and procedures must be built.  In order to evaluate IT project success, project 
managers have to manage project efficiency, the effect on end users, business success, and long-term sustainable 
development [67].  Hence, organizational leaders who are measuring project success, they constantly need to 
manage projects and team members effectively. 
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2.1.2. GVPT Workplace Factors That Shape IT Project Success 
Huang [92] noted that as global IS development (ISD) practice has become more dominant and diversified; 
efforts are needed to address diversity issues.  Distinct from traditional on-site ISD work, globally distributed 
ISD work is located within distinct, complex sociocultural settings, and is primarily carried out by GVPTs 
through virtual atmospheres accompanied by networking technologies.  Hawk and Kaiser noted individual team 
members of GVPTs might have diverse national, professional, and firm backgrounds, which may shape their 
attitudes, behaviors, identities, and values (as cited in Huang, [92]).  On one hand, Trauth et al. noted that 
cultural difference could be used as a resource to increase creativity and flexibility, which might be beneficial 
for team operations (as cited in Huang, [92]).  On the other hand, Moitra noted that cultural difference might 
become an impediment to establishing trust, sharing, and transferring cognition, and thus effect team operations 
in a negative manner (as cited in Huang [92]).  Therefore, management needs to determine how to create a sense 
of cultural difference, understand its effect on the work practices of global information systems development, 
and determine how to effectively handle cross-cultural or cultural, functional, and organizational differences 
work practices. 
Researchers indicated high trust in GVPTs help improve team overall performance or project success. Casey [35] 
noted that a high degree of trust within a firm improves creativity, efficiency, operation, productivity, and the 
overall outcomes accomplished.  According to Anantatmula [10], in order to be competitive, firms are must 
design products and services quicker and cheaper in order to sustain competitive advantage in the worldwide 
marketplace. The global economy is effecting how managers handle their institutional knowledge; a departure 
from the traditional firm constructions has become essential.  For example, sharing information has become 
essential for firms to handle international interactions and global projects effectively. The concept of a knowledge 
activist was created in GVPTs to encourage knowledge sharing among all knowledgeable stakeholders within a 
geographically dispersed, multinational, and multicultural organization.  Kauppila et al. [110] noted that various 
researchers have explored the challenges linked to knowledge sharing in the context of geographically dispersed 
organizations [128]. 
2.1.2.1. Cultural differences 
Bass studied culture and leadership within countries, firms, and groups [67].  Bass stressed the importance of 
understanding cultural differences between countries. Hofstede stated that the success of the tasks of one 
individual in one culture is dependent upon understanding cultural differences, encompassing a variety of types 
of leadership styles [67].  The globalization of numerous firms and the gaining interdependency of nations make 
the understanding of culture and its effect on leadership significant.  On a more virtual degree, these efforts offer 
a place to start understanding the cultural variances of leadership and the cultural settings that may shape 
individual leaders from distinct countries.  Additionally, cultural and language differences are amplified in 
GVPTs [24].  Unintended, noninclusive behaviors rooted in cultural standards can be interpreted as intimidation 
or rudeness.  Nurturing cultural understanding can enhance the success of GVPTs. 
Furthermore, Espinosa, DeLone, and Lee [67] concluded that cultural differences were attributed to project 
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results by 13 participants, most of whom discussed negative effects on project operations in terms of budget and 
time overruns, higher cost / effort, and lower system caliber.  Project team members from various countries had 
different views on issues and different way of conveying and resolving problems.  Team members experienced 
troubles in empathizing with other members’ behavior and operating as one team.  A deficiency of 
understanding due to cultural gaps requires greater effort and time to resolve [67].  According to Espinosa et al., 
one participant indicated, “It takes a lot longer time to figure out certain things that would probably get resolved 
by a five minute phone call they dwell on the issue or problem for probably a week or two weeks” [67, p. 355]. 
Time separation remains a problem for ICTs [67].  To deal with time separation, teams need to design daily or 
weekly meetings, steady conference calls, and routine reporting of the project.  Some teams should also rotate 
sending stakeholders to various locations and promote on-site meetings.  This way, project team members may be 
able to prevent some of the problems that come from geographic distance and time separation.  The negative 
effects of cultural differences on project operation appear in the original phase of projects, making it important to 
address cultural differences within teams early on in the project.  Espinosa et al. (2006) suggested that early 
recognition of cultural differences may help project team members prevent potential risks.  As team members 
complete tasks with team members from other cultures, they become better able to deal with cultural diversity. 
2.1.2.2. Functional differences 
Buyl et al. [31] suggested that the effect of top management team (TMT) functional differences on firm 
operation is unknown.  Buyl et al. examined the personalities of CEOs, postulating that the CEO’s expertise and 
background characteristics effect the TMT functional difference and firm operation.  Using a dataset of 33 
Dutch and Belgian IT firms, Buyl et al. examined the personality characteristics of three sets of CEOs (status as 
founder, functional background, and shared experience) with the other TMT members to determine the 
connection between TMT functional difference and firm operation.  Buyl et al. found that CEO and TMT 
characteristics do impact the functional expertise of distributed TMTs.  Hence, these findings on CEO and TMT 
characteristics might also apply to GVPTs leaderships. 
According to Espinosa et al., some problems in a global workplace may be attributed to functional differences 
that may subsist between sites when multiple areas of functional expertise are represented within a team.  
Espinosa et al. noted that functional differences can shape team processes, which can effect the group’s 
operation.  In addition, Peters and Karren [162] noted that functional differences plays a role when team 
members are functionally distinct and geographically dispersed (virtual); and this diversity in terms of job 
function effects the degree of trust within the team.  Peters and Karren found that both trust and functional 
differences had a direct effect on team member ratings.  To effectively handle diversity, firms must understand 
the difference between functional and social diversities, and treat diversity differently in functional and 
innovative teams [196].  Hence, GVPTs leaders need to realize the diversity distinctly when managing these 
teams. 
One of the advantages of GVPTs is that they are able to connect diverse experts from around the world in an 
effective way [174].  Therefore, in order for the GVPT to work at maximum effectiveness, the leader must 
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promote the diversity of the team by establishing a culture of information sharing, cooperation, and functioning 
rooted in mutual respect and trust [174].  Leaders can also espouse diversity by promoting input from all team 
members, establishing a shared GVPT setting, and establishing a common language in order to ascertain that each 
team member defines terms in the same way. 
2.1.2.3. Organizational differences   
Researchers indicated organizational differences are significant when organizational leaderships use to establish 
alliances and connect with customers for promoting new market strategies. Smith and Barclay noted that 
building alliances to connect customers are among the new marketing strategies that mangers use for 
competitive advantage [146].  To be successful, these alliances require sales representative to form 
organizations to function effectively as selling partners.  Smith and Barclay created a trust-rooted model to 
showcase effective selling partner strategies in the context of the computer industry.  Smith and Barclay 
discovered that organizational differences were forecasters of three dimensions of commonly perceived 
attributes of trustworthiness.  Organizational differences in goals and / or control systems and strategic horizons 
have an indirect impact on partnership satisfaction.  
According to Espinosa et al., the gaining popularity of global outsourcing is effecting the use of teams that 
traverse organizational boundaries (OBs).  Espinosa et al., [67] noted that distributed work groups frequently use 
teams comprised of multiple firms.  According to Espinosa et al. [67], differences in organizational affiliations 
can have the following outcomes: (a) diminish a shared sense of identity, and effect communication and operation 
effectiveness, and (b) a gain hidden costs because client organizations need to communicate work requirements to 
IT service providers and monitor contractual responsibilities. 
2.1.3. Coping Factors That Shape IT Project Success 
2.1.3.1. Coordination: task programming and team communication 
Researchers noted that projects coordination activities within GVPTs environment can be a challenge due to 
across multiple workplace factors. Coordination involves dispersing task activities, which may be difficult 
across multiple workplace factors [67].  Team members use two kinds of coordination mechanisms: team 
communication (TC) and task programming (TP).  Coordination of repetitious and routine facets of the project 
can be programmed using mechanisms comprised of division of labor, plans, project controls and specifications, 
schedules, and tools.  But less routine facets of the task can be most effectively aligned through communication, 
which can be asynchronous (e.g., electronic mail, shared databases) or synchronous (e.g., F2F, instant 
messaging, telephone).  When GVPT members are in close proximity, they frequently gather spontaneously and 
coordinate their tasks informally [67].  As workplace factors impair communication among members, TP 
mechanisms can assist GVPT members in ensuring effective communication. 
2.1.3.2. Team communication 
 Casey [35] noted that effective communication (EC) is a crucial process in every organization and is a required 
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component for successful, globally distributed software development.  Trust, fear, and motivation directly effect 
the degree, content, and effectiveness of communication.  Stakeholders have to be motivated to use the 
communication software, which is furnished.  The communication, which takes place, must be effective to fulfill 
the demands of the teams and projects [35].  Hence, effective members’ communication skills are also important 
to GVPTs overall project outcome. 
Communication issues for GVPTs include both the tools or technologies for communication and the rules of 
participant.  Both are vital for GVPT success and what functions well for F2F teams is usually not effective for 
GVPTs.  Researchers have discovered different outcomes as to whether communication tools like 
videoconferencing and e-mail are beneficial or ineffective for GVPTs.  Shared electronic workplaces such as 
websites on an intranet are preferred communication tools for GVPTs [130].  Rules of participation for GVPTs 
includes building upfront the guidelines that team members will and will not use when communication with 
each other.  Rules that are taken for granted in a F2F situation, like not recognizing each member at the 
beginning of a meeting, might need to be created explicitly for GVPTs. 
With regards to the avenue to communicate to remote team members, researchers discovered that onsite engineers 
whose jobs sent offshore can be a challenge. Casey [35] studied onsite engineers whose job was sent offsite.  
Casey found that these engineers communicated with their offsite stakeholders in a limited way. As a 
consequence, communication was kept to a minimum, phone calls were not answered, e-mails furnished a limited 
amount of data, and on occasions were not replied to and queries stayed unanswered [35].  When direct 
communication occurred, the discourse was crisp and, on occasions, aggressive.  This resulted in inexperienced 
team members in an offsite location who lacked the communication required to execute their job successfully 
[35].  It became apparent that online communication was being employed as a means to narrow and control the 
amount and quality of data, which were shared.  Communication was a barrier in the development of personal 
associations and trust by limiting any direct interaction [35].  It can be easy to resent and dislike someone who is 
not known personally, especially when they are perceived as a threat to an individuals’ future [35].  Casey further 
noted that in the offshore / nearshore software development study, communication was employed as a weapon 
with which was used to attack remote team members.  This was mainly accomplished through the misuse of e-
mail.  Copying others on e-mail is not a problem [35].  Rather in this instance, it was the malicious use of e-mail 
by virtual team members at both locations, which made it become a problem. 
2.1.3.3. Team knowledge or cognition 
 Team knowledge can be a great accompaniment to traditional coordination mechanisms [67].  Espinosa et al. 
[67] examined three types of team cognition: building trust, shared cognition, and cognition and cognition 
management.  Espinosa et al. found that sharing knowledge has a positive effect on IT project results.  Shared 
knowledge offers a mutual ground for efficient communication with less complex messages and a mutual 
cognition base that assists team members tap into expert cognition sources within the team [67]. Hence, shared 
knowledge also help team overall performance. 
2.1.3.4. Building trust 
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 In a GVPTs project environment, establishing strong trust at the beginning with all team members could have 
positive effect on future team project performances and organizations operating efficiency. According to Casey 
[35], trust in the organizational setting is characterized as the reciprocal faith in other stakeholders’ conduct.  
Casey stated, "In short we give what we get: trust begets trust, distrust begets distrust” (p. 52).  The importance 
of trust has become increasingly acknowledged as a vital component in the successful operation of organizations 
and in business, professional, and employment relationships.  Trust is obtained through the successful 
cooperation amongst stakeholders within and between organizations.  Trust is necessary for the operation of an 
organization and the units functioning within it.  Casey noted that high level of trust within a business firm 
improves creativity, efficiency, operation, productivity, and the overall outcomes accomplished. 
In GVPTs, trust must be built through other avenues rather than through traditional F2F communication.  
Brandt, England, and Ward [24] stated that there are three elements of trust (ability, integrity, and benevolence) 
that must be present GVPT.  Without trust, effective connections between team members cannot be established 
in the GVPT; therefore, it is vital to the success of a GVPT that the leader establishes the climate that is 
conducive to trust [174].  A leader can establish trust in a GVPT by having an initial in-person meeting with the 
team [174].  However, if this is not possible, then the leader should encourage members in the GVPT to post a 
picture of themselves and their biographical data, in order for each individual to see the human face behind the 
user name [174].  Other ways that leaders can create trust in GVPTs include designating tasks and promoting 
open and honest communication by establishing a safe, noncritical climate [174].  GVPT managers can also 
nurture trust by meeting the goals created by the GVPT constituents, appearing on credible and legitimate with 
followers, and ensuring that each member of the GVPT is performing via a private chat. 
In software development teams, trust takes time to establish between team members.  Distance makes it more 
difficult to develop trust between remote colleagues [35].  Despite this, the development of trust is important for 
the success of a GVPT-based software development [35].  Casey [35] stated, (a) Webs of technology and trust 
link GVPTs, and (b) Trust is pivotal in a GVPT to alleviate the high level of mistrust indigenous to the global 
and technologically rooted climate.  
Cooperation between team members is necessary for the successful operation of GVPTs.  The term teameness 
has been characterized as the ability of stakeholders to collectively collaborate and work effectively as a team 
[35].  Carmel stated that the loss of teamness was one of the five negative centrifugal forces, which effect 
outcomes for GVPT operation (as cited in Casey, [35]).  Distance has a negative effect on the degree of 
teamness between remote colleagues [35]; it is not easy to successfully incorporate geographically remote and 
culturally various individuals or groups into a single team.  
Trust is an important element of numerous interactions, encompassing virtual and F2F teams.  Members of high-
operation teams have high degrees of trust in one another [179].  Developing trust in GVPTs, who consist of 
members with little history of working and sometimes few opportunities of working together again, is a 
challenge [179].  Jarvenpaa and Leidner [110] examined the growth of trust in temporary GVPTs.  Jarvenpaa 
and Leidner discovered that with short deadlines and no F2F time to build trust, the team members relied on 
trust being developed through from other avenues.  Trust-building actions like fulfilling deadlines and 
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communication effectively assisted in strengthening initial feelings of trust. 
A GVPT is a network where team members from different cultures are temporarily assembled together for a 
mission.  Chang, Chuang, and Chao [37] proposed a general model of GVPTs to investigate how 
communication caliber, cultural adaptation, and trust impact the performance of GVPTs and their interaction 
with each other.  Four GVPT members were interviewed in order to determine how GVPTs work. Chang et al. 
found that communication caliber, cultural adaptation, and trust have positive effects on the performance of 
GVPTs.  For GVPTs, team leadership should be cognizant of cultural differences and project issues within 
teams. 
Mockaitis, Rose, and Zettinig [141] studied the perceptions of members of 43 culturally diverse GVPTs, with 
regard to team results and processes.  Employing a student-rooted sample, Mockaitis et al. examined the 
connection between global GVPT members’ collectivistic and individualistic orientations and their 
measurements of trust, communication and information sharing, interdependence, and dispute during team tasks.  
Mockaitis et al. advised that a collectivist orientation is linked with global GVPT processes and cultural 
differences are not hidden by virtual communication. 
2.1.3.5. Knowledge and knowledge management 
 Researchers indicated that to effectively deal with rivalry, organizations must find avenues to quickly develop 
products and services with a lower cost to remain competitive advantage. According to Anantatmula [10], in 
order to successfully deal with rivalry, firms are must design products and services quicker and cheaper in order 
to sustain competitive advantage.  The global economy is effecting the ability of firms to handle their 
institutional knowledge.   For example, sharing information has become essential for firms to handle 
international projects efficiently [10].  In the process, firms share knowledge with their strategic partners 
globally.  In addition, worldwide projects provide opportunities to acquire cognition from each other and 
increase their cognition base [10].  Further, operating conditions and communication systems of GVPTs are 
connected to a person’s lack of willingness to share information.  Compounded with these challenges, firms 
encounter other challenges of cultural diversity as obstacles to effective knowledge management in global 
projects.  Knowledge sharing and management are vital for firms to become and stay competitive [10].  
However, due to international interactions and global projects, numerous firms are obligated to share their 
institutional knowledge with partnering firms, thereby threatening their competitive advantage.  
According to Anantatmula [10], knowledge management is a systematic method to using information systems, 
business processes, best praxis, and culture to design and share knowledge within a firm.  Innovation and 
transfer of knowledge are two facets of knowledge management.  Knowledge innovation and transfer can occur 
only when more than one individual is involved.  With regard to innovation, knowledge management includes 
two activities: (a) preserving and employing existing knowledge and (b) producing new knowledge for effective 
use.  Existing knowledge is comprised of both tacit and explicit knowledge.  Producing new knowledge involves 
the interaction of stakeholders within the organization. 
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2.1.3.6. Knowledge sharing 
  Kauppila, Rajala, and Jyrämä [107] analyzed the key concerns in knowledge management, including the 
challenges of nurturing knowledge sharing by encouraging the interaction of stakeholders within an 
organization.  Kauppila et al. noted that knowledge management scholars have underscored the need for 
communities that enable knowledge sharing.  A knowledge activist in a GVPT is charged with encouraging 
knowledge sharing among all knowledgeable stakeholders within a geographically dispersed, multinational, and 
multicultural organization.  Various researchers have explored the challenges linked to knowledge sharing in the 
context of geographically dispersed organizations [67,128].  Kauppila et al. concluded that knowledge sharing 
includes a reliance on cohesive social ties, dialogic practices, F2F encounters, and shared norms, and trust.  
However, the physical distance between stakeholders diminishes the number of chances for F2F interaction.  
According to Kauppila et al., the absence of F2F interaction leads to diminished trust and cohesion among 
stakeholders and thus compromises knowledge sharing.  This issue is complicated by the fact, in addition to that 
geographical impediments; multinational firms must also reduce cultural and functional impediments to their 
internal knowledge sharing.  
GVPTs are one solution to the challenges facing knowledge sharing in multinational companies.  Kauppila et al. 
[107] argued that processes that support knowledge synergy and shared understanding make GVPTs a potentially 
powerful new organizational form.  According to Kauppila et al., challenges in handling GVPTs and the practices 
of GVPT leaders have been addressed.  Kauppila et al. [107] emphasized that work can now be conducted 
anytime, anywhere, and either in real space or through technology, thus overcoming key challenges faced by 
global organizations.  Martins et al. stated that as technology has improved and collaborative software has been 
developed, GVPTs, whose stakeholders are spread across diverse physical geographic locations, have become 
increasingly prominent (as cited in [107]). 
3. Research Method 
The purpose of this qualitative, phenomenological research study was to understand workplace factors of 
cultural, functional, and organizational differences that effect the success of IT projects.  I explored which 
arbitrating task process variables heighten the likelihood of success, given the presence of these workplace 
factors.  A qualitative research approach is appropriate for the study because qualitative inquirers depict and 
explicate research and interpret or establish theories [45].  The workplace factors included in the study are those 
factors leading to GVPT project success, such as cultural, functional, and organizational differences.  The study 
included 20 IT managers based in the United States who had successful GVPT experiences.  The 20 IT 
managers were sent a set of interview questions containing open-ended questions.  Researchers employ a 
qualitative phenomenological research design to reveal the characteristics of a phenomenon [45].  A qualitative 
phenomenological research design is also used when inquirers want to establish theories, best practices, and 
offer insights on assembled data [26].  
3.1. Research Design and Rationale 
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3.1.1. Research Method 
Researcher noted that mixed method research demand more time during data collection and data analysis 
process. Plano Clark [164] noted that the mixed methods form of research requires an inquirer to do extensive 
data collection, and the process of analyzing numerical data and text is time intensive.  Mixed method designs 
also include a deficiency of balance in terms of how the quantitative and qualitative strategies and research are 
designed [30].  The deficiency of balance can lead to a study intemperately aimed on one of the research designs 
and can lead to the supporting facet of the research being deserted, which causes limited illumination [30].  In 
addition, mixed methods research is not appropriate for this study because it combines quantitative and 
qualitative research approaches and uses them in tandem to improve the study [71].   
Quantitative research is generalized and includes numbers to test hypotheses. Quantitative research is deductive 
as inquirers employ the method to test theories [195].  Quantitative research includes postpositivist worldviews 
that focus on empirical observation and evidence [161] and comes to definitive conclusions using statistical 
evidence [195].  Quantitative researchers do not engage subjective facets of phenomena because they test 
theoretical conclusions. In addition, Borrego et al. noted that a quantitative research approach requires a bigger 
population independent of circumstance, which means that the study should have random sampling [172].   A 
quantitative research approach was not appropriate for the study because researchers who employ quantitative 
research approaches use particular and narrow questions, collect numerical information from participants, and 
analyze the numbers employing statistics [161].   
A qualitative research approach was a more appropriate choice than a quantitative research approach because of 
the subjective nature of the research study. The study consisted of interviews employing a questionnaire 
consisting of open-ended questions to collect information from the participants. The study included Moustakas’ 
[143] modified van Kaam method and the Nvivo Qualitative Research Software Package (NQRSP) to analyze the 
data. A quantitative method was not applicable for this study because quantitative researchers do not collect 
information to distinguish emerging themes and patterns [172]. 
A qualitative method was appropriate for this study.  Borrego et al. noted that a qualitative researcher looks to 
explain the phenomenon of a particular event, permitting a reader to create links between the study and his or her 
own circumstance [172].  Schilling [185] noted that qualitative approaches are optimal for assembling a more in- 
depth understanding of individuals’ purviews, lived experiences, and perceptions. Qualitative approaches are 
inductive because inquirers assemble data from participants to depict and explicate research and interpret or 
establish theories [45].  Adams et al. [1] and Creswell noted that qualitative inquiry is effective in explaining 
ideas about a particular phenomenon [172].  Additionally, Sherrod (2006) noted that qualitative inquiry 
approaches are effective for demonstrating study participants’ perceptions to understand a phenomenon.  A 
qualitative research method is also proper when researchers need to know more about the particular construction 
of occurrences versus the general persona and overall distribution of the occurrences [201]. 
A qualitative research approach was appropriate for this study because I wished to analyze the life experiences 
and perceptions of a sample of IT managers in global workplaces based in the United States who experienced a 
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GVPT project success.  The chosen sample size, which was 20 participants, was also conducive to a qualitative 
research approach.  Sherrod [190] noted that qualitative inquiry methods normally have smaller sample sizes 
(e.g., 100 participants or less) than other research approaches.  A qualitative research approach helped me 
achieve the goal of the study, which was to understand and depict the GVPT workplace factors that lead to IT 
project success.  
3.1.2. Research Questions  
The purpose of this study was to understand the workplace factors that effect the success of IT projects.  The 
three research questions were as follows.  What are the lived experiences of managers regarding the effects of 
the workplace factors of cultural, functional, and organizational differences on IT project success?  What are the 
lived experiences of managers regarding arbitrating task process variables (e.g., coordination, task programming 
and team communication, and knowledge) on the enhancement of the likelihood of success, given the presence 
of these workplace factors?  What are the lived experiences of managers regarding a style that is best suited for 
managing virtual team? These three research questions were then functionally composed into the nine 
subquestions (see Appendix D & E). 
3.2. Methodology 
3.2.1. Population 
The population for the study included IT managers based in the United States with direct involvement in GVPT.  
The inclusion criteria for selecting participants included the volunteers’ willingness to participate in the study, 
participants’ prior and current cognition of GVPT processes, and the participants’ willingness to share lived 
experiences and perceptions about workplace factors.  Knapik (2006) noted that participants included in 
qualitative inquiry studies generally have comprehensive experience and cognition about their work 
environment.  In addition, participants normally want to offer high-quality and accurate data based on 
experience [118].  The eligible study participants received an e-mail letter of invitation or invitation letter 
requesting to participation (see Appendix A & B) briefly explaining the research study and providing criteria for 
inclusion.   
3.2.2. Data Collection 
Researcher indicated that qualitative researchers use more than one steps when assembling research data. Patton 
[161] claimed that there are five steps involved in the process of gathering qualitative data.  Qualitative studies 
require obtaining participants, attaining access, deciding on the types of information to collect, using data 
collection forms, and administrating the study in an ethical fashion [161].  In other words, the data collection 
process is comprised of collecting data using forms with questions to evoke responses from participants, 
gathering text, and collecting data from a small number of participants.  
An e-mail questionnaire was used to collect the research questionnaire data.  The participants were required to 
answer the same questions.  The questionnaire was used to gather demographic information (e.g., age, gender, 
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number of year experience with collocated and virtual team project, and current industry), details about project 
success, cultural, functional, and organizational differences.   
3.2.2.1. Interviews 
 Interviews with open-ended questions were used to evoke responses from participants, exploring the workplace 
factors leading to GVPT project success.  The workplace factors the participants believe are most highly valued 
at ensuring GVPT project success are documented. Therefore, the participants’ responses helped me in 
answering the research questions of the study. 
3.2.3. Instrumentation and Material 
An e-mail questionnaire interview format was the vehicle employed to collect information from the study 
participants.  An e-mail questionnaire interview enables an inquirer to implement the content and analyze the 
outcomes objectively.  The study questions (see Appendix D & E) were based on what researchers advised as 
workplace factors that could effect IT project success.   
3.2.4. Pilot Study 
Singleton and Straits [197] noted that during research, there is a possibility of participants misinterpreting 
interview questions.  Pilot testing both the interview questions and the instructions minimizes this problem. 
Three individuals were be asked to participate in the pilot test that meet the same criteria as the primary study 
participants and these participants would not be included in the primary study. I followed up with the pilot 
participants after the pilot study to obtain feedback on the questions and instructions to obtain any 
recommendations for further development and enhancement.  I also asked if the questions are clear and easy to 
understand.  Feedback and recommendations from the pilot study participants were not essential and were not 
implemented in the primary study. 
4. Results 
The purpose of this qualitative, phenomenological research study was to understand the lived experiences of IT 
managers with the workplace factors of cultural, functional, and organizational differences at global workplaces 
based in the United States.   The lived experiences and perceptions of 20 IT managers who experienced a GVPT 
processes were explored to analyze the workplace factors leading to project success (e.g., resulting in improved 
PM, higher productivity, improved cost benefits, greater efficiency, and profitability) to assist in the 
improvement of future GVPT projects.  I used the data assembled from the interviews to answer the following 
three research questions: What are the lived experiences of managers regarding the effects of the workplace 
factors of cultural, functional, and organizational differences on IT project success?  What are the lived 
experiences of managers regarding arbitrating task process variables (e.g., coordination, task programming and 
team communication, and knowledge) on the enhancement of the likelihood of success, given the presence of 
these workplace factors?  What are the lived experiences of managers regarding a style that is best suited for 
managing virtual team? 
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4.1. Pilot Study 
Three managers were included in the pilot test (see Appendix F), which consisted of open-ended questions 
supporting the research questions on July 2013. The managers chosen for the pilot test were knowledgeable of 
GVPT processes and were current or had prior experience in managing or leading a GVPT.  The results of the 
pilot test required no modifications to either the instructions or the interview questions.  The participants 
responded to all nine questions appropriately with no indications of ambiguity.  
4.2. Demographics 
The intent of the study was to obtain a better understanding of the following organizational workplace factors: 
cultural, functional, and organizational differences. The participants came from diverse backgrounds and were 
all either members of an International PM association or group. Twelve (see Table 1) out of 20 (60%) study 
participants work in the IT industry.  Four out of 20 (20%) participants worked in manufacturing.  Two out of 
20 (10%) participants worked in the department of defense. By looking at these participant pools, I was able to 
seize the views of tenured GVPT managers from a variety of backgrounds. Table 1 presents the demographic 
information offered by each participant. 
4.3. Data Collection 
4.3.1. Participants 
Participant selection using purposeful sampling began on July 24, 2013 and ended on August 7, 2013.  Letter of 
invitations (see Appendix A & B), a participant informed consent form (see Appendix C). The interview 
questions (see Appendix E) were e-mailed to 40+ participants employed at global workplaces based in the 
United States. After the 14-day period, a total of 20 project managers and / or leaders at global workplaces based 
in the United States took part in an interview using e-mail as part of my interviewing protocol.  They answered a 
series of nine interview questions, as noted in my data collection instrument (see Appendix D & E). Table 1 
shows a demographical overview of the study participants. 
The data collection process used in the study to gather in-depth responses from participants had no variations 
from what I discussed in Chapter 3 to the actual implementation.  I obtained the participants’ e-mail addresses 
during the initial contact via Linked In discussion postings and Linked In International PM association and 
group discussion postings. I did not face any unusual circumstances during the data collection process, such as 
any technical difficulties with using e-mail. All participants were knowledgeable of e-mail functionalities. The 
interview protocol and methodology used to assemble the data from participants was effective and I did not face 
any issues that changed or hindered the data collection process in any manner. 
4.4. Study Results 
4.4.1. Responses  
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The completed interview questionnaires (see Appendix E) were the collected data.  The synopses of responses 
were the result of Moustakas’ [143] modified version of van Kaam’s method of phenomenological data analysis.  
Additionally, the NQRSP was used to distinguish common themes and patterns among the study participants’ 
responses. 
The open-ended questions containing the questionnaire (see Appendix E) were the result of the cognition gained 
from the literature review.  Research articles on workplace factors leading to GVPT project success 
[67,146,169], PMI [199], and GVPT [167] were important in developing the nine open-ended questions in the 
questionnaire.  
Table 2: Participant Demographic Information 
 
 
4.4.2. Virtual Teams 
More and more organizations are turning into virtual team to leverage ICTs, development methodologies, and 
team members’ diverse expertise skills around the world.  Thus, project leaders and team members with 
effective decision-making and project management skills have an effect on project outcomes.  Additionally, 
project leaders and team members need to be culturally sensitive as well as be trained on different cultures in 
order to work effectively with their team members locally and remotely.  This in turn helps minimize 
miscommunication among team members as well as optimized team overall performance, especially during 
team meetings and teleconferences meetings.  Furthermore, leadership with effective decision-making and 
project management skills as well as appropriate leadership styles usage also effect project outcomes [117]. The 
following nine interview questions and findings are as follows. 
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Question 1 
Question 1 was “What is your lived experience on a virtual team?”  
Table 3: Responses to Question 1 (N = 20) 
 
As shown in Table 3, 15 out of the 20 (75%) study participants believe virtual team members bring a broader 
array of knowledge and experience to leverage technology.  Participants 1, 2, 3, 6, 7, 8, 9, 10, 13, 15, 18 and 20 
showed similar thoughts based on the responses. For example, Participant 11 stated, “Virtual teams are created 
to utilize broader array of knowledge and experience from team members across the globe to leverage 
technology.”  Nine out of 20 (45%) study participants think virtual team helps organizations leverage 
technologies and leverage diverse and skills.  Participants 1, 2, 3, 4, 6, 7, 8 and 20 showed similar thoughts 
based on the responses. For example, Participant 5 stated, “Virtual teams built to utilize a broader array of 
knowledge and experience and to my organization leverage diverse knowledge and skills from members around 
the world.” Six out of 20 (30%) study participants believe virtual team members are creative and they have high 
degree of initiative and adaptability. Participants 1, 2, 3, 4, and 5 showed similar thoughts based on the 
responses. For example, Participant 18 stated, “My team members are created to use their creativity and they 
have high degree of initiative and adaptability since annually we supported 12000 customers internally and 
externally.” Six out of 20 (30%) study participants believe virtual teams save organizations travel costs and 
time.  Participants 1, 2, 3, 4 and 5 showed similar thoughts based on the responses. For example, Participant 7 
stated, “My virtual team affords the chance to save my organization annually traveling cost and employees’ time 
and money.” Five out of 20 (25%) study participants believe virtual team members are diverse and provide 
perspectives not realized and eliminate downtime due to travel is minimum. Participants 2, 3, 4, and 5 showed 
similar thoughts based on the responses. For example, Participant 1 stated, “My team members are diverse and 
provide perspectives not realized and daily we able eliminate downtime due to our travel to remote or client site 
is minimum.”  Five out of 20 (25%) study participants believe virtual team helps reduce time to market and 
team members are self (motivation, reliance, or management). Participants 1, 2, 3, and 4 showed similar 
thoughts based on the responses. For example, Participant 5 stated, “My virtual team members are conceived to 
be self-managed, that is they don’t really need to be micromanaged by their leaders. They also help us reduce 
time to the market in delivering solutions to our customers.” Four out of 20 (20%) study participants believe 
virtual teams lack team achievement celebration morale. Participants 1, 2, and 5 showed similar thoughts based 
on the responses. For example, Participant 8 stated, “the drawback is lack of team success celebration as I can 
see.” Three out of 20 (15%) study participants believe virtual team communication technologies or ICTs use 
100 
 
International Journal of Computer (IJC) (2016) Volume 20, No  1, pp 83-156 
consist of teleconferencing and videoconferencing. Participants 10 and 13 showed similar thoughts based on the 
responses. For example, Participant 18 stated, “My virtual team use communication technologies or ICTs 
consist of teleconferencing and / or videoconferencing when we communicate with our remote team members.” 
4.4.3. Workplace Factors Shape Project Outcomes 
Internal factors consisted of communication, project management, accessibility of resources, project preparation, 
budget allotment, requirement and release management, and modification control process [41,40,204, 78, 
167,227] have significant effect on project outcomes.  Additionally, project managers with effective decision-
making and project management skills as well as appropriate leadership styles, depends on the circumstance 
also effects project outcomes [117]. Furthermore, workplace factors such as cultural, functional and 
organization differences effect project outcomes [67].  
Question 2. Question 2 was “What is your lived experience on how virtual team cultural differences could 
effect IT project success?”  
Table 4: Responses to Question 2 (N = 20) 
 
As shown in Table 4, nine out of the 20 (45%) study participants believe virtual team members need to 
appreciate other cultures create a more trusted working environment and allows time for each member to speak. 
Participants 1, 2, 3, 4, 5, 14, 15, and 20 showed similar thoughts based on the responses. For example, 
Participant 18 stated, “My team consists of members from various cultures.  Each of my team members bring 
different perspectives with respect to culture, they appreciate and respect other members culture this in turn help 
them to build stronger trust and working relationships. ”   
Eighth out of the 20 (40%) study participants believe virtual team is created to use concurrent engineering 
reduce time to market. Participants 1, 2, 3, 4, 5, 7, and 20 showed similar thoughts based on the responses. For 
example, Participant 18 stated, “Concurrent team work or engineering helps us reduce time in delivering deliver 
solutions to our customers as well as resolved issues more rapidly.” Eight out of the 20 (40%) study participants 
believe virtual team is created to leverage diverse knowledge and skills and improves team decision making. 
Participants 1, 2, 3, 4, 5, 7, and 8 showed similar thoughts based on the responses. For example, Participant 18 
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stated, “Cultural differences among members help my virtual team to leverage diverse knowledge and skills for 
sustainable and development as well as help improve our team decision making.” Three out of the 20 (15%) 
study participants believe virtual team members from different culture and their level of proficiency can effect 
project success. Participants 6 and 7 showed similar thoughts based on the responses. For example, Participant 
15 stated, “Generational gaps play a role as well, and local cultures such as work ethics is also a cultural 
difference that could effect IT project success.” Three out of the 20 (15%) study participants believe virtual 
team members use communication technologies or ICTs such as videoconferencing and teleconferencing 
extensively. Participants 10 and 13 showed similar thoughts based on the responses. For example, Participant 9 
stated, “My team use various communication technologies such as videoconferencing and teleconferencing very 
extensively in order to be very productive meeting discussions and outcomes. But I can tell you that there is no 
substitute to face to face meeting.”  
On the contrary, four out of the 20 (20%) study participants believe virtual team members’ divergences in verbal 
and non-verbal styles create miscommunication. Participants 3, 4, and 5 showed similar thoughts based on the 
responses. For example, Participant 1 stated, “I believed that differences in verbal and non-verbal styles can 
create miscommunication and language divergences create miscommunication due lack of accuracy.  My team 
members face this dilemma especially when we first establishing the team especially to include member from 
Far East. My team faces this dilemma especially when we first established the team especially to include those 
members from the Far East.” Two out of the 20 (10%) study participants believe that discovery of deficient 
skills may set-back the project and an unqualified member might accept certain task. Participants 6 showed 
similar thoughts based on the response. For example, Participant 7 stated, “The level of proficiency can effect a 
project success.  For instance, a person not qualified for a certain task may accept the task.  The discovery of the 
deficient skills may set-back the project.” 
Question 3. Question 3 was “What is your lived experience on how virtual team functional differences (e.g., 
when more than one area of functional expertise is represented within a team) could effect IT project success or 
related to team-rated performance?”  
As shown in Table 5, thirteen out of the 20 (65%) study participants believe that functional differences help 
virtual team to leverage technical expertise and skills and foster team effectiveness. Participants 
1,2,3,4,5,8,9,10,12,14,17,19, and 20 showed similar thoughts based on the responses. For example, Participant 9 
stated, “You have to have a team with different skills to satisfy and deliver a project.  Team leader has to search 
the right person for the right project in order to succeed.  Thus, functional differences help virtual team to 
leverage technical expertise and skills and foster team effectiveness.” Twelve out of the 20 (60%) study 
participants believe that functional differences provide better dynamic and reduce development cycle. 
Participants 1, 3, 5, 7, 9, 10, 12, 14, 16, 17, and 19 showed similar thoughts based on the responses. For 
example, Participant 4 stated, “I believe that when more than one functional expertise is within a group this in 
turn aids to better team performance.  Thus, functional differences within virtual team provide better dynamic 
and aid to reduce development cycle. ” Eleven out of the 20 (55%) study participants believe that functional 
differences help boost team overall performance and outcome. Participants 1, 3, 4, 5, 8, 15, 17, 19, and 20 
showed similar thoughts based on the responses. For example, Participant 18 stated, “I believe that functional 
102 
 
International Journal of Computer (IJC) (2016) Volume 20, No  1, pp 83-156 
differences benefit or boost the performances of the IT team due to IT project’s complexities.” Seven out of the 
20 (35%) study participants believed that functional differences or having the right expertise or people at the 
table are critical to project success. Participants 3, 7, 14-17, and 20 showed similar thoughts based on the 
responses. For example, Participant 15 stated, “Having the right expertise or people at the table, no matter if 
they work virtually or work in the same building, is critical to its success.”  Six out of the 20 (30%) study 
participants believe that functional differences create diverse skills so knowledge can be shared. Participants 2, 
4, 9, 14, and 20 showed similar thoughts based on the responses. For example, Participant 19 stated, “My virtual 
team was established to use diverse skills so knowledge can be shared from team members around globe.” 
Table 5: Responses to Question 3 (N = 20) 
 
On the contrary, five out of the 20 (25%) study participants believe that multiple functional expertise control 
whole project and other members have limited input. Participants 6, 11, 15, and 17 showed similar thoughts 
based on the responses. For example, Participant 7 stated, “There have been instances where a member that 
possesses multiple functional expertise would try to take control of the whole project and other members have 
limited input.”  Five out of the 20 (25%) study participants believe that functional differences gain conflict 
among team members and lower team commitment. Participants 1-4 showed similar thoughts based on the 
responses. For example, Participant 5 stated, “I believe that drawback is that functional differences gain conflict 
among team members and lower team commitment.” Two out of the 20 (10%) study participants believe that 
functional differences can lead less attraction and trust of peers and less frequent communication. Participant 1 
showed similar thoughts based on the responses. For example, Participant 5 stated, “Another drawback I see is 
that it could lead to less attraction and trust of peers and less frequent communication.” Two out of the 20 (10%) 
study participants believe that multiple functional expertise control whole project and other members have 
limited input. Participant 6 showed similar thoughts based on the responses. For example, Participant 7 stated, 
“There have been instances where a member that possesses multiple functional expertise would try to take 
control of the whole project.  The issue with this is creativity from other members are effected because their 
ideas or recommendations is limited.” 
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Question 4. Question 4 was “What is your lived experience on how virtual team organizational differences 
(e.g., multiple vendors increase project complexity as an outcome of different and sometimes conflicting sets of 
goals and success measures) could effect IT project success?”  
Table 6: Responses to Question 4 (N = 20) 
 
As shown in Table 6, twelve out of the 20 (60%) study participants believe that organization differences reduce 
project risks, gain and diversify skill sets. Participants 1,2,3,4,5,8,9,10,12,14,17 and 18 showed similar thoughts 
based on the responses. For example, Participant 20 stated, “We closely monitor and ensure that vendors goal is 
in alignment with our objectives to ensure overall process efficiency and accuracy. I do believe that working 
with multiple external companies or vendors help shrink project risks, increase and diversify skill sets.” Nine 
out of the 20 (45%) study participants believe that working with multiple vendors create competition that leads 
to improve project performance. Participants 1-6, 8, 11, and 18 showed similar thoughts based on the responses. 
For example, Participant 8 stated, “Vendors are vendors have an agenda to meet and as manager, I need to 
ensure that their goals in alignment priority and goals.  My experiences with vendors they help to create 
completion that leads to improve project performance.” Eight out of the 20 (40%) study participants believe that 
when working with multiple vendors leaders need to ensure vendors processes or tools are uniform, alignment, 
and thoroughly tested. Participants 6, 8, 10, 11, 13, 15, 17, 19 and 20 showed similar thoughts based on the 
responses. Participant 7 stated, “As a project manager, I need to ensure vendors processes or tools are uniform, 
alignment, and thoroughly tested.” Seven out of the 20 (35%) study participants believe that when working with 
multiple vendor leaders need to decipher hidden agenda and remind them main goals. Participants 4, 6-8, 11, 13, 
and 15 showed similar thoughts based on their responses. Participant 7 stated, “As a project manager, it is my 
job to decode the concealed agendas, and prompt the vendors of the primary goal or agenda.” Six out of the 20 
(30%) study participants believe to invite vendors to teleconference meetings. Participants 3, 5, 11, 19 and 20 
showed similar thoughts based on the responses. Participant 9 stated, “Vendors need to be invited to the 
conference if necessary if they are the contributor to the project.” 
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Four out of the 20 (20%) study participants believe that organizational differences has minimum effect when 
leaders and team members remotely work well together. Participants 5, 8, and 18 showed similar thoughts based 
on the responses. Participant 15 stated, “I believe that organization differences have minimum effect when 
leaders and team members remotely work well together.”  
On the contrary, eight out of the 20 (40%) study participants believe that multiple vendors working with 
multiple vendors presents conflicting sets of agreements, goals, duties and success measures and increase 
project complexity. Participants 2, 3, 4, 5, 6, 7 and 11 showed similar thoughts based on the responses. 
Participant 1 stated, “The drawback I see is that handing multiple vendors increases project complexity as an 
outcome of distinct and sometimes conflicting sets of agreements, goals, responsibilities and success measures.” 
Five out of the 20 (25%) study participants believe that working with multiple vendors, virtual team needs a full 
time collaboration manager that aims on alignment. Participants 14 and 19-20 showed similar thoughts based on 
the responses. Participant 11 stated, “In case there must be more than 3 vendors, it is important to have a full 
time collaboration manager that focuses on alignment of all involved parties.” 
4.4.4. Coping Variables Help Shape Project Outcomes 
Researchers noted that leaderships with effective project management and appropriate leadership styles use have 
significant effect on project results. Leadership with effective decision making and project management skills 
have significant impact on project outcomes as well as appropriate leadership styles usage depend circumstances 
[117].  Additionally, workplace factors such as cultural, functional and organization differences have impact on 
project outcomes [67].  Furthermore, coping variables such as GVPT coordination (e.g., task programming and 
team communication), trust, and knowledge sharing and knowledge management also help shape workplace 
factors outcomes [67]. 
Question 5. Question 5 was “What is your lived experience on how effective virtual team coordination (e.g., 
task programming and team communication) could enhance the chance of success of IT projects success?”  
As shown in Table 7, thirteen out of the 20 (65%) study participants believe that effective team coordination 
help achieve more tasks in short time frame.  Participants 1, 3-5, 7, 9, 11-12, 14, 16, and 18-19 showed similar 
thoughts based on the responses. Participant 20 stated, “I personal believe that effective team coordination helps 
us to accomplish more task in short time frame.” Twelve out of the 20 (60%) study participants believe that 
effective team coordination help establish improving working relationships among team members.  Participants 
1-5, 8, 10, 12, 14-15 and 17 showed similar thoughts based on the responses. Participant 20 stated, “Effective 
coordination is vital to our daily work mission and it help improving our working relationships our cross-
functional team and clients.” Ten out of the 20 (50%) study participants believe that effective team 
communication help smooth team meetings or teleconference and improve team performance.  Participants 1-5, 
9, 11, 13 and 17 showed similar thoughts based on the responses. Participant 20 stated, “I believe due to lack of 
F2F interactions, thus, effective communication help smooth team meetings or teleconference as a result it aid to 
improve team performance.”  Nine out of the 20 (45%) study participants indicated that they daily use ICTs 
such as IM, audio and video teleconferences. Participants 2, 4, 7, 9, 12, 16 and 19-20 showed similar thoughts 
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based on the responses. Participant 17 stated, “The use of teleconference calls IM, video, and audio meetings is 
crucial to team members knowing where the success and failures are occurring during software testing.” Eight 
out of the 20 (40%) study participants believe team is accountability (e.g., timelines & communication methods) 
for daily mission success. Participants 2, 4, 7, 9, 12, 16 and 19-20 showed similar thoughts based on the 
responses. Participant 17 stated, “Better team members’ daily accountability (e.g., timelines and communication 
techniques) is critical to our mission success and also helps improve effective coordination.” Seven out of the 20 
(35%) study participants believe that the project manager is a key success for communication and agenda must 
deliver prior meetings. Participants 6, 8-9, 12, 14, and 18 showed similar thoughts based on the responses. 
Participant 10 stated, “The project leader is key in this coordination effort and agenda must deliver prior 
meetings. The use of a focal point for all schedules and deliverables, and minutes is helpful.”  Six out of the 20 
(30%) study participants believe that effective coordination consist of frequent (daily) team status update 
conference calls are critical to process success. Participants 1, 8, 10, 12, and 20 showed similar thoughts based 
on the responses. Participant 14 stated, “Frequent (daily) team status update conference calls were essential for 
coordination / troubleshooting / team building.”  
Table 7: Responses to Question 5 (N = 20) 
 
On the contrary, three out of the 20 (15%) study participants believe that virtual team coordination present 
challenges to do with different time zones and demand more coordination and clearer communication. 
Participants 14 and 18 showed similar thoughts based on the responses. Participant 12 stated, “In my experience 
teams with members that work in different time zones are challenging.  Arranging times when team members 
can conduct Agile team meetings such as daily scrums, planning and reviews is the most challenging aspect. 
Thus, it demands more coordination and clearer communication. ” Two out of the 20 (10%) study participants 
believe that generally it takes some time to find the right times that work for everyone. Participants showed 
similar thoughts based on the response. Participant 12 stated, “Generally it takes some time to find the right 
times that work for all team members.” 
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Question 6. Question 6 was “What is your lived experience on how effective virtual team trust could heighten 
the likelihood of IT project success?”  
Table 8: Responses to Question 6 (N = 20) 
 
As shown in Table 8, thirteen out of the 20 (65%) study participants believe an effective way to manage team 
members and trust is essential to project success is the most important virtual team trust.  Participants 1-5, 8-9, 
11, 14-15, 17 and 19 showed similar thoughts based on the responses. Participant 12 stated, “I personally 
believe that trust on virtual teams is essential to success and an effective way to manage team members.  
Especially when working across time zones and team members are dispersed. ” Eleven out of the 20 (55%) 
study participants believe team dedication to user stories or requirements and task completion must be 
maintained. Participants 4, 6, 8, 10, 12-14, 16-17, 19, and 20 showed similar thoughts based on the responses. 
Participant 12 stated, “Team commitment to user stories and task completion must be maintained as team 
members rely on each other to complete their tasks on time so the complete user story can be accomplished on 
time.” Ten out of the 20 (50%) study participants believe trust is key in effective information sharing and 
positive effect on knowledge sharing. Participants 1-6, 8, 11 and 13 showed similar thoughts based on the 
responses. Participant 18 stated, “I believe that better trust helps improve communication, knowledge sharing, 
working relationships, and as well as help achieve more tasks this lead to better team performance. Trust is also 
a key for knowledge sharing.” Nine out of the 20 (45%) study participants believe trust bridges the 
psychological space between team members. Participants 12, 3, 4, 5, 9 and 12 showed similar thoughts based on 
the responses. Participant 15 stated, “People must trust each other in order to work together. Thus, effective trust 
helps bridge the psychological space between team members.” Eight out of the 20 (40%) study participants 
believe that communication and honesty is the key and trust must be understood. Participants 6-8, 12-14, 18 and 
19 showed similar thoughts based on the responses. Participant 17 stated, “I believe effective communication 
and honest is the key and trust is understood.” Seven out of the 20 (35%) study participants believe that full trust 
in each other is significant to project success. Participants 5, 8, 10, 17-18 and 20 showed similar thoughts based 
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on the responses. Participant 13 stated, “My partner and I had full trust in each other.  This is important to the 
success of IT projects.” Six out of the 20 (30%) study participants believe that it is significant to establish trust 
when first forming a team. Participants 1-4 showed similar thoughts based on the responses. Participant 14 
stated, “Trust is probably the most important aspect of managing virtual teams to ensure success. Therefore, it is 
significant to establish trust when first forming virtual teams.” Five out of the 20 (25%) study participants 
believe that priority issues should address in timely manner and measure what to do today, tomorrow and 
roadblocks. Participants 6, 7, and 16 showed similar thoughts based on the responses. Participant 8 stated, “If a 
dilemma arises, no matter how small it may appear, do not cover it.  Prioritize issues and address all issues 
immediately manner.”  
On the contrary, three out of the 20 (15%) study participants believe that avoid “my garden <> FENCE <> 
others garden” approach is also good when building trust. Participants 6 and 14 showed similar thoughts based 
on the responses. Participant 11 stated, “It is wise to avoid my garden <> FENCE <> others garden approach.” 
The team must work as one family within the given roles.” Two out of the 20 (10%) study participants believe 
that effective trust needs strong project leader, consistent meetings and good documentation plan. Participants 7 
showed similar thoughts based on the responses. Participant 10 stated, “My lived experience with effective 
virtual teams is that there needs to be a strong project leader and a good, documented plan, with consistent 
progress meetings to enhance the chance of success.” 
Question 7. Question 7 was “What is your lived experience on how effective virtual team knowledge sharing 
could heighten the chance of IT projects success?”  
Table 9: Responses to Question 7 (N = 20) 
 
As shown in Table 9, fifteen out of the 20 (75%) study participants believe use Sharepoint and we create team 
folders on the sites and obtain high quality decision is the most important virtual team knowledge sharing. 
Participants 1-10 and 16-19 showed similar thoughts based on the responses. Participant 20 stated, “I believe 
that effective knowledge sharing obtain high decision making among team members. The team utilized 
document repositories such as Sharepoint to upload word documents, spreadsheets, and track issues that they are 
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working on.” Ten out of the 20 (50%) study participants believe that effective knowledge sharing positively 
effect team performance and associated with decision and improve team operation. Participants 1-10 and 16-19 
showed similar thoughts based on the responses. Participant 20 stated, “I find that effective knowledge sharing 
is critical to my team project success.  Thus, effective knowledge sharing positively effect team performance 
and associated with decision and improve team operation.” Nine out of the 20 (45%) study participants believe 
that effective knowledge sharing is to create knowledge transfer and transparency. Participants 2, 4, 7, 9-10, 14, 
16, 18, and 20 showed similar thoughts based on the responses. Participant 16 stated, “I have found that 
knowledge sharing and transparency to be the best solution.  This has usually been in a central repository such 
as SharePoint for project documentation.” Seven out of the 20 (35%) study participants believe that effective 
knowledge sharing is effective through conference calls / phones, training, and online. Participants 5-6, 8, 10, 13 
and 18 showed similar thoughts based on the responses. Participant 15 stated, “The sharing of knowledge is 
through conference calls / phones, training, and online mechanism.” Four out of the 20 (40%) study participants 
believe that members guard knowledge and leaves adversely effect team performance. Participants 5, 6 and 14 
showed similar thoughts based on the responses. Participant 8 stated, “Sometimes members will secure 
knowledge, and will not share knowledge.  This could adversely effect team performance if that member leaves 
the company.” 
Question 8. Question 8 was “What is your lived experience on how effective virtual team knowledge 
management could heighten the likelihood of IT projects success?”  
Table 10: Responses to Question 8 (N = 20) 
 
As shown in Table 10, 14 out of the 20 (75%) study participants believe that use Sharepoint and to create team 
folders on the sites is the most virtual team knowledge management. Participants 1-10 13, 19, and 20 showed 
similar thoughts based on the responses. Participant 16 stated, “I believe that effective knowledge management 
obtain is vital to process success. The team utilized document repositories such as Sharepoint to upload word 
documents, spreadsheets, and track issues that they are working on.” 
Thirteen out of the 20 (65%) study participants believe that is vital to remain competitive and improve team 
performance. Participants 1-10 13, 19, and 20 showed similar thoughts based on the responses. Participant 16 
stated, “I have found that knowledge sharing and transparency to be the best solution. Thus, effective knowledge 
management is vital to remain competitive as well as it helps improve team performance.” Twelve out of the 20 
(60%) study participants believed that effective knowledge management assisted teams in handling with 
109 
 
International Journal of Computer (IJC) (2016) Volume 20, No  1, pp 83-156 
dynamic and complex situations. Participants 1-6, 8, 10, 12, 15, and 18 showed similar thoughts based on the 
responses. Participant 16 stated, “Better knowledge management is vital to stay competitive.  Additionally, it aid 
teams in coping with dynamic and complex situation.” Eleven out of the 20 (55%) study participants believed 
that effective knowledge management should be shared with all the team members. Participants 2-3, 5, 7, 9, 11, 
13, 16, and 18 showed similar thoughts based on the responses. Participant 17 stated, “Most knowledge was 
shared freely with all team members because team success came before individual success.” 
Ten out of the 20 (50%) study participants believe that effective knowledge management is to maintain a 
detailed project plan. Participants 2, 4-5, 7, 10, 9, 14, 16, 18, and 20 showed similar thoughts based on the 
responses. Participant 13 stated, “We maintained a detailed project plan using Microsoft Project.”  Nine out of 
the 20 (45%) study participants believed that effective knowledge management is when member know how to 
access proper persons, resources, and knowledge. Participants 4, 6, 9, 12, 14, 17, and 19 showed similar 
thoughts based on the responses. Participant 7 stated, “Effective knowledge management is when member know 
how to access proper persons, resources, and knowledge.” 
Question 9: Question 9 was “What managerial style is best suited for managing virtual team?”  
Table 11: Responses to Question 9 (N = 20) 
 
As shown in Table 11, fourteen out of the 20 (70%) study participants believe allow members use creativity and 
talent style is the most important for managing virtual team. Participants 1-2, 4, 6-9, 11, 13, 16-17, 19, and 20 
showed similar thoughts based on the responses. Participant 15 stated, “I believe that allow members use 
creativity and talent is most effective style when managing virtual team members.” Thirteen out of the 20 (65%) 
study participants believe that a managerial style use depends on a situation. Participants 2-8, 10, 12, 14, 18, and 
19 showed similar thoughts based on the responses. Participant 1 stated, “I use transaction leadership style when 
it has to do with team rewards, clear goal setting, and structured guidance.  Thus, it is all depend on situation.” 
Twelve out of the 20 (60%) study participants believe that a managerial style use consist of delegating, engaging 
and empowering. Participants 1, 3-4, 6, 9, 12, 14, and 17-19 showed similar thoughts based on the responses. 
Participant 20 stated, “Delegating, engaging and empowering managerial styles of immediate trust and 
confidence in her and his team to deliver.” Eleven out of the 20 (55%) study participants believe that an 
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appropriate managerial style use is democratic style. Participants 1, 3, 5, 7, 8, 10, 13, 15, and 18-19 showed 
similar thoughts based on the responses. Participant 16 stated, “A firm but democratic style of management is 
best suited.  One should be flexible in their style of management to adapt to what works best for different team 
members.”  Ten out of the 20 (50%) study participants believe that an appropriate managerial style use is 
transformational leadership. Participants 3, 5, 7, 8, 10, 13, 15, and 18-19 showed similar thoughts based on the 
responses. Participant 1 stated, “I use transformation leadership style tactics while leading my team to do their 
daily work.”  Nine out of the 20 (45%) study participants believe that an appropriate managerial style use is 
transactional leadership. Participants 1, 6, 7, 8, 11, 13, and 17 showed similar thoughts based on the responses. 
Participant 16 stated, “I use transaction leadership style when it has to handle with team rewards and clear goal 
setting.” Eight out of the 20 (40%) study participants believe that an appropriate managerial style use is to hold 
members accountable to deadlines and quality work. Participants 1, 3, 5, 8, 12, 14, and 17-18 showed similar 
thoughts based on the responses. Participant 17 stated, “One should be flexible in their style of management to 
adapt to what works best for different team members.  Hold members accountable to deadlines and quality work 
is also an appropriate managerial style.” Seven out of the 20 (35%) study participants believe that an appropriate 
managerial style use should be dynamic and foster teamwork. Participants 1-2, 7, 9, 11, and 14 showed similar 
thoughts based on the responses. Participant 6 stated, “The manager should be dynamic and forge a sense of 
teamwork.” Four out of the 20 (20%) study participants believe that an appropriate managerial style use should 
be flexible in their style of management to adapt. Participants 3, 7, and 16 showed similar thoughts based on the 
responses. Participant 18 stated, “As a project manager, I also found be flexible and the ability to adapt 
managerial style work well, too.” 
Emergent themes. The emergent themes are those with the highest frequency (e.g., number of study 
participants who stated the theme in the interview questionnaire) for each question shown in the synapses of 
responses. As shown in Table 11, the emergent theme for question 1 is broader array of knowledge and 
experience with a frequency of fifteen. The emergent theme for question 2, is to appreciate other cultures create 
a more trusted working with a frequency of nine. The emergent theme for question 3 is leverage technical 
expertise and skills and foster team effectiveness with a frequency of thirteen. The emergent theme for question 
4 is to reduce project risks, gain and diversify skill sets with a frequency of twelve. The emergent theme for 
question 5 is to achieve more tasks in short time frame with a frequency of thirteen. The emergent theme for 
question 6 is an effective way to manage team members and trust is essential to project success with a frequency 
of thirteen. The emergent theme for question 7 is use Sharepoint and to create team folders on the sites and 
obtain high quality decision with a frequency of fifteen. The emergent theme for question 8 is use Sharepoint 
and to create team folders on the sites with a frequency of fifteen. Lastly, the emergent theme for question 9 is to 
allow members to use creativity and talent with a frequency of fourteen. 
5. Discussion, Conclusions, and Recommendations 
The purpose of this phenomenological research study was to understand the lived experiences of IT managers 
who experienced the workplace factors of cultural, functional, and organizational differences at global 
workplaces in the United States. The lived experiences and perceptions of 20 IT managers who experienced a 
GVPT success were explored to understand the workplace factors they believed to be of value.  A qualitative 
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research approach was appropriate for the study because qualitative inquirers depict and explicate research and 
interpret or establish theories [45].   
The primary themes found in the analysis are as follows.  The themes associated with Interview Question 1 (see 
Table 2) were a broader array of knowledge and experience, leverage technologies, diverse and skills.  The 
themes connected with Interview Question 2 (see Table 3) were concerned appreciating other cultures to create 
a more trusted working environment and allow time for each member to speak.  The themes connected with 
Question 3 (see Table 4) were boost team overall performance and outcome and that the right expertise or 
people at the table is critical to project success.  
Table 11: Emergent Themes Identified from Responses (N = 20) 
 
The themes connected with Question 4 (see Table 5) were reduce project risks, gain and diversify skill sets, and 
create competition that leads to improve project performance. The themes connected with Question 5 (see Table 
6) were to achieve more tasks in a short time frame, and improve working relationships. The themes connected 
with Question 6 (see Table 7) were finding an effective way to manage team members and trust is essential to 
project success and team dedication to user stories and task completion must be maintained. 
The themes connected with Question 7 (see Table 8) were use Sharepoint and create team folders on the sites, 
obtain high-quality decisions, positively effect team performance, improve team operation, and create 
knowledge transfer and transparency. The themes connected with Question 8 (see Table 9) were use Sharepoint, 
create team folders on the sites, remain competitive and improve team performance, and assist teams in handling 
with dynamic and complex situation.  The themes connected with Question 9 (see Table 10) were allow 
members to use creativity and talent and use a managerial style that depends on a situation to delegate, engage, 
and empower a democratic style. 
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5.1. Interpretation of the Findings 
The problem was the limited understanding of the lived experiences of persons who have experienced the 
following workplace factors: cultural, functional, and organizational differences [67, 157, 169,187].  An open-
ended questionnaire and follow up e-mails were sent to ensure that the study participants (managers or leaders) 
completed all of the questions accurately about their lived experiences on virtual teams. Oza and Hall [157], 
Espinosa et al. [67], Sharma et al. [187], and Reed and Knight (2009) argued that workplace factors such as 
cultural, functional, and organizational differences effect IT project success; however, limited studies are 
available to confirm the statement. As noted by Espinosa et al. [67], Nair [146], and Reed and Knight [169], 
most researchers have studied specified variables of cost, scope, and schedule.  Therefore, the findings of the 
study was to understand the workplace factors IT project managers believed to be of value, which is beneficial 
in reducing the gap and extending the existing literature. Emam and Koru [65]) found that software development 
projects’ failure and cancellation rates are high.  Ke and Wei [110] posited that the success rate of enterprise 
resource planning (ERP) designs is approximately 20. More study is needed to understand why IT projects 
continue to fail at a high rate [41,40,204, 78, 167,227].  
The main focus of the findings was on the specific and most prevalent themes among the study participants’ 
responses to answer the three research study questions.  The most common theme in Question 1, based on 15 out 
of the 20 (75%) participants, was that a broader array of knowledge and experience increased leverage 
technology.  The most common theme linked with Question 2, based on nine out of the 20 (45%) participants, 
was that appreciating other cultures creates a more trusted working environment and allows time for each 
member to speak.  
The most common theme linked with Question 3, based on 13 out of the 20 (65%) participants, was that 
leveraging technical expertise and skills fosters team effectiveness. The most common theme linked with 
Question 4, based on 12 out of the 20 (60%) participants, was to reduce project risks to gain and diversify skill 
sets.  The most common theme linked with Question 5, based on 13 out of the 20 (65%) participants, was to 
achieve more tasks in a short time frame.  The most common theme linked with Question 6, based on 13 out of 
the 20 (65%) participants, was to find an effective way to manage team members and that trust is essential to 
project success.  The most common theme linked with Question 7, based on 15 out of the 20 (75%) participants, 
was to use Sharepoint to create team folders on the sites and obtain high-quality decision.  The most common 
theme linked with Question 8, based on 15 out of the 20 (75%) participants, was use to Sharepoint and to create 
team folders on the sites.  The most common theme linked with Question 9, based on 14 out of the 20 (70%) 
participants, was to allow members to use creativity and talent.  The most common themes among the study 
participants’ responses were used to address the three research questions to build a more comprehensive and in-
depth understanding of how IT company managers or leaders perceive the effects of workplace factors to be of 
value. 
5.2. Limitations of the Study 
The findings of the study facilitated one limitation indicated in Section 1, which were email interviews.  I was 
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able to reach my study target sample size without having to include a monetary incentive (e.g., $15) to address 
possible issues with voluntary participation.  I also did not face any issues with response rates from using an e-
mail questionnaire, as all participants were familiar with the capabilities of email; therefore, I did not have to 
exercise the monetary incentive (e.g., $15). 
However, a few limitations still existed. For instance, the transferability of the findings led to a limitation 
because of the inquiry method and design of the study, the imminent sample size used, and the aim on the IT 
industry [161]. Lincoln and Guba noted that transferring findings into positions outside of the study setting 
might be challenging for inquirers because of minimal resemblance between the two settings [172].  The 
introduced descriptive data (e.g., population and sample) in the research study might not be adequate for other 
inquirers to apply the findings to other settings. Transferring the study findings to other industries might be 
difficult because of the specific focus on the IT industry and the sample used in the study. 
Another limitation was the creation of participant biases, which might have shaped the study results.  The bias 
was that the participants seemed to believe that the workplace factors he or she stated were the most effective 
and no other factors were as effective in assuring project success. Therefore, the participants did not appear to 
conceive a wide spectrum of other workplace factors that might be more effective than what he or she had 
experienced. 
5.3. Implications and Recommendations 
IT projects continue to fail at an unacceptable rate despite the steps taken by organizational managers to 
streamline the processes [171,225].  The implications of the research study may be significant to IT project 
managers, management teams, and resources working from global workplaces.  Business managers in the IT 
industry, and managers from other industries, can use the data gathered in the research study to develop 
strategies to improve project management and benefits to reduce IT project failures and cancellation rates.  The 
links between workplace factors and IT project success reconfirm the significance to the outcome of projects.  
Researchers may use the current study to explore additional workplace factors and different contexts. The 
findings from the research study include some productive considerations for managers who wish to succeed in 
IT project endeavors.  Workplace factors such as cultural, functional, and organizational differences play a role 
in the project success. Organizational managers should be aware that ignoring workplace factors could threat the 
success of GVPT projects [171].  
IT organizational leaders are seeking for the root causes of project failure.  The findings from the research study 
offer the ground for future studies to explore the effect of workplace factors on IT project success.  The 
following factors, if included, may gain accomplish a positive and generalized result.  Failure to conceive and 
leverage the findings may lead to project failure.  The factors to be conceived are (a) employ a larger sample 
size, (b) employ quantitative methodologies to corroborate the outcomes obtained from the current study, (c) 
encompass IT professionals from various firms and global workplaces, and (d) carry out a mixed research study 
on the effect of workplace factors on IT project success. 
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There are several recommendations for future studies.  The first recommendation is with the same sample size 
and method; future researchers should encompass (a) participants’ work location based in China or other 
countries, (b) participants consist of virtual team leaders instead of managers, (c) participants consist of virtual 
team members instead of managers, and (d) participants consist of virtual team members who work for the IT 
industry.  The second recommendation is for a larger sample size and same method; scholars should include 
participants as mentioned in (a) to (d) above.  The third recommendation is for future researchers to use a large 
sample size and a quantitative study. 
I trusted in the data offered by the participants that was rooted on a survey questionnaire.  By interviewing the 
IT professionals or managers, greater details about project success or failure could be obtained. Moreover, the 
triangulation technique could be used to corroborate the findings.  By encompassing IT professionals from 
distinct firms around the globe, a representative sample could be obtained that could be employed to generalize 
the findings. 
The final recommendation is to carry out a mixed-methodology research study on the effect of workplace 
factors on IT projects.  I found significant links between workplace factors and IT project success.  A mixed-
methodology research study could be employed to reconfirm and generalize the findings. 
5.3.1. Recommendations for Actions 
In order for IT organizations to remain competitive, software quality, employee satisfaction, and safer and 
healthier organization should be used to help reduce the current project cancellation and failure rates; project 
managers need to proactively implement new GVPT practices.  To help accomplish this, the following 
recommendations or strategies for organizational managers and HR personnel work together to build an 
effective virtual project team: (a) establish cultural awareness and training programs to help train new team 
members, (b) select new candidates with good communication skills as well as prior or current experience 
virtual team practices, (c) institute continuous training programs to encourage team members to improve their 
technical skills as well as communication skills; and (d) routinely conduct risk assessment on current project and 
its team members technical skills.  
Without designing formal reporting structures, there is a risk that the distant team members may not report 
properly, due to misunderstandings and cultural differences.  The threat here is that GVPT members may accept 
tasks that they are badly equipped to perform; risk management should be integrated into well-planned GVPT 
software projects.  GVPT projects bring additional exposure to risks, which are linked with dealing a culturally 
diverse global team.  
5.3.2. Implications for Positive Social Change 
This study has implications for positive social change. The literature review depicted that the body of 
knowledge available covers several internal factors such as project planning, project and resource management, 
leadership styles, and time allocated, and how they effect project success. If the linkage between workplace 
factors and project success can be documented and researched, firms will be able to extradite services to 
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customers, heightening efficiency with fewer defects or errors, resulting in a safer and healthier organization. 
Because IT is a critical element in public and private sectors, this research study has important implications for 
IT project management. This research study suggests an approach that can enhance IT project success. This 
study contributes to IT by understanding the workplace factors of cultural, functional, and organizational 
differences that could have an effect on IT project success. This research study offers a better understanding of 
the effect of workplace factors when resources work from distinct workplaces. 
5.3.3. Implication for Practice 
Managing a virtual teamwork in the global workplace is challenging. Numerous managers have an ongoing 
struggle to establish commitment to common goals, align and enforce performance expectations, build trust, 
motivate members to collaborate and share knowledge and navigate personality issues. GVPT members must be 
able to adapt to distinct cultures and work styles, leverage harmonious team processes, and use appropriate ICTs 
to produce efficiencies in the global workplace. The findings from this research study are significant step in this 
guidance. Managers and leaders who are involved in the operating of GVPTs need to understand diversity and 
its diverse forms. Managers should understand the possible presence of deep degree attributes in team members 
and as such, training should be offered to aid in the process of relationship establishing among GVPT members. 
Furthermore, managers themselves should be trained and advised on the development and improvement of 
GVPT processes in order to harvest greater effectiveness and effective team performance returns from their 
teams. Managers or leaders also need to understand the interaction between team diversity and task 
programming requirements; the study outcomes indicate that more diverse GVPTs can be confined with 
interdependent tasks that demand higher degrees of motivation from team members. 
GVPTs usually rely on ICTs, such as email, IM, teleconferences, videoconferences and group decision support 
systems. The study findings indicate that decision makers should aim on the collaborative facets of the 
technology. For instance, managers should select an ICT that encourages parallelism, transparency, and 
sociality. Designers of ICT should integrate such features when developing new technology. Once the ICTs 
have been selected, managers need to offer training to promote the utilization of these new features. 
Implementation of language policies and training is a path worth pursuing for the GVPT manager as outcomes 
from F2F teams indicate that common language proficiency has a firm impact on communication effectiveness. 
Cultural training and facilitation aiming on cultural differences in media utilization and communication could 
also evidence beneficial for GVPT functioning. Ultimately, the physical presence of an individual who can work 
as inter-unit mediator could countermeasure the negative effects of intercultural ICT communication. 
5.4. Conclusion 
The purpose of this phenomenological study was to understand the lived experiences of IT managers with the 
workplace factors of cultural, functional, and organizational differences at global workplaces based in the 
United States.  By comparing the outcomes of the opened interview questionnaires to the literature in this 
research study, it is clear that workplace factors such as cultural, functional, and organizational differences 
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could effect IT project success. The current literature emphasizes the significance of cultures and suggests 
avenues to bridge the differences among them. Software developers or engineers who spend time operating 
together with resources from distinct countries have a better opportunity of shrinking risks linked with 
misunderstandings caused by cultural differences. The on budget, time, and accurate extradite of a software 
development project depends on the amount of time of experience during which a software engineer had utilized 
the same language in a work climate as his or her counterpart working from other workplaces.  
IT managers identified cultural and functional differences as the most significant barriers to project success. The 
study findings indicate that effective teams were able to overcome these barriers to accomplish success, but this 
success was accomplished through the implementation of special alignment, communication, and cognitive 
processes oriented to aid teams to work through barriers but with considerable additional cost and effort. 
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Appendix A: Invitation Letter Requesting Participation 
Invitation Letter Requesting Participation  
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Dear ______,  
I am a Ph.D. Candidate at Walden University in the Ph.D. in Management Program. The purpose of this letter is 
to invite you to participate in a research study at Walden University on Factors Workplace That Shape 
Information Technology Project Success. The result of this study may be useful to your organization because as 
research on these factors has been limited.  
I would like to carry out online interview with you. If you currently or had prior experiences with managing or 
leading a virtual team. Then I would like to interview or collect data on this topic, which will be kept in 
confidence and analyzed in this research, study. An executive summary of the research will be offered to you at 
the end of this study by electronic mail. The interview will assume about 20 to 30 minutes.  
If you are interested to be a participant in this study, could you please contact me via email or call me. After I 
have confirmed your interest, you should plan to follow up by me sending the consent form with the 
questionnaire. Please contact me at dan.nguyen@waldenu.edu or call me, if you have any questions or concerns.  
Thank you,  
Dan S. Nguyen  
Ph.D. Candidate Walden University  
Ph.D. in Management  
Dan.nguyen@waldenu.edu 
Appendix B: Letter of Invitation 
Letter of Invitation  
Dear__________,  
I am a Ph.D. Candidate at Walden University in the Ph.D. in Management Program. The purpose of this letter is 
to invite you to participate in a research study at Walden University on Factors Workplace That Shape 
Information Technology Project Success. The result of this study may be useful to your organization because as 
research on these factors has been limited.  
I would like to conduct electronic mail open-ended interview with you. If you currently or had prior experiences 
with managing or leading a virtual team. Then I would like to interview or collect data on this topic, which will 
be kept in confidence and analyzed in this research, study. An executive summary of the research will be offered 
to you at the end of this study by electronic mail. The interview will assume about 20 to 30 minutes.  
If you are interested to be a participant in this study, could you please contact me via email or call me. After I 
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have confirmed your interest, you should plan to follow up by me sending the consent form with the 
questionnaire. Please contact me at dan.nguyen@waldenu.edu or call me, if you have any questions or concerns.  
Thank you,  
Dan S. Nguyen  
Ph.D. Candidate Walden University  
Ph.D. in Management  
Dan.nguyen@waldenu.edu 
Appendix C: Participant Informed Consent Form 
Informed Consent: Participants 18 years of age and older 
My name is Dan S. Nguyen and I am a Ph.D. Candidate at the Walden University working on a Ph.D. of 
Information Systems Management degree. I am conducting a research study entitled: Workplace Factors That 
Shape IT Project Success: A phenomenological study. The purpose of the research study is to examine the 
workplace factors leading to virtual team project success to aid in the improvement of future project success and 
reduce the failure and cancellation rates among virtual team projects in the IT industry. The study participants 
inclusion consists of IT project managers or leaders who currently or had prior experiences with managing or 
leading a virtual team. 
Your participation will involve completing and returning the questionnaire by e-mail to Dan S. Nguyen 
(dan.nguyen@waldenu.edu), the research student, within seven days of receiving.  The questionnaire will take 
you approximately 20 to 30 minutes to complete. Your participation in this study is voluntary. If you select not 
to participate or feel free to withdraw from the study at any time you feel stress or pressure, you can do so 
without penalty or loss of benefit to yourself.  Being in this study should not pose risk to your safety or 
wellbeing.  The outcomes of the research study might be published but your identity will remain confidential 
and your name will not be disclosed to any outside party. Also the researcher will use the email address to 
provide the responses and results of each participant’s individual responses. This is a method known as member 
checking, and it is utilized to assure that the participant’s answers are not misconstrued in any way. This email 
address will stay confidential along with the rest of the data received in this study and will never be shared with 
anyone else besides the researcher 
In this research, there are no foreseeable risks to you. Although there might be no direct benefit to you, a 
possible benefit of your participation is to improve the success of virtual team project success among IT 
companies. The outcomes of the study might assist organizational leaders in various industries reduce the high 
level of virtual team project failures. 
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As a participant in this study, you should understand the following: 
1. You may decline to participate or withdraw from participation at any time without 
consequences. 
2. Your identity will be kept confidential. 
3. The research student has explained the parameters of the research study and all of your 
questions and concerns have been addressed. 
4. The research student will structure a coding process to assure that identity of your 
name is protected. 
5. Data will be stored in a secure and locked area. After five years data will be disposed erasing files on disk. 
6. The research results might be used for publication. 
7. I understand that I will expect a follow up by the researcher with the study open-ended interview questions 
(e.g., to carry out data collection on workplace factors) on a separate email to be filled out and return to the 
researcher.    
Compensation: 
There will be no compensation furnished for your participation in this study. 
Confidentiality: 
Any information you offer will be kept confidential. The researcher will not use your data for any purposes 
outside of this research project. Also, the researcher will not include your name or anything else that could 
distinguish you in any reports of the study. All information will be kept in password protected electronic files. 
Only the researcher and Walden faculty mentoring the researcher will have access to these electronic files. After 
five years data will be disposed erasing files on disk. 
Contacts and Questions: 
You may ask any questions you have now. Or if you have questions later, you may 
contact the researcher via dan.nguyen@waldenu.edu. If you want to talk privately about your rights as a 
participant, you could call Dr. Leilani Endicott. She is the Walden University representative who can discuss 
this with you. Her phone number is 1-800-925-3368, extension 3121210. Walden University’s approval number 
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for this study is 07-23-13-0266812 and it expires July 22, 2014.  
Statement of Consent:  
By replying to this e-mail with the words “I Consent”. I agree to the terms above. 
Please print and retain a copy of this form for your records. 
Appendix D: Pilot Tested Questionnaire 
Interview Questions – Pilot Test 
Project: Workplace Factors That Shape IT Project Success: A Phenomenological Study 
Date: 
Location: 
Participant: 
Interviewer: 
The purpose of the research study is to explore the workplace factors leading to virtual team project success to 
aid in the improvement of future project success and reduce the failure and cancellation rates among virtual 
team projects in the IT industry. The study includes IT company team leader or above whom had prior 
experienced or current experience in managing a virtual team project. The participants must have knowledge of 
virtual team processes to be included in the pilot test study. 
Your participation in the pilot test study is voluntary. If you choose not to participate or to withdraw from the 
test at any time, you can do so without penalty or loss of benefit to yourself. There are no foreseeable risks to 
you from partaking in the pilot test study. Dan S. Nguyen, the interviewer, will not include your responses in the 
pilot test study and will keep your identity confidential. Your participation will allow Dan to adjust the open-
ended questions if necessary to assure clarity, appropriateness, and applicability. I would like to take this 
opportunity to thanks you in advance for your participation with this pilot test study. After completed filling out 
the pilot test study interview questions, could you please kindly email them back to me at 
dan.nguyen@waldenu.edu. 
Preliminary questions: 
Are at least 18 year of age? 
 No – Thank you! You can stop from here. 
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 Yes – Please proceed to the next question. 
Do you currently or had prior experience with managing or leading a virtual team? 
 No - Thank you! You can stop from here. 
 Yes – Please proceed to the next question. 
Questions: 
1. What is your lived experience on a virtual team? Please explain in two to three sentences. 
2. What is your lived experience with virtual team cultural differences that could effect IT project success? 
Please explain in two to three sentences. 
3. What is your lived experience with virtual team functional differences (e.g. when more than one area of 
functional expertise is represented within a team) that could effect IT project success or related to team-
rated performance. Please explain in two to three sentences. 
4. What is your lived experience with virtual team organizational differences (e.g. multiple vendors increases 
project complexity as an outcome of different and sometimes conflicting sets of goals and success 
measures) that could effect IT project success? Please explain in two to three sentences. 
5. What is your lived experience with effective virtual team coordination (e.g., task programming and team 
communication) that could enhance the chance of success of IT projects? Please explain in two to three 
sentences. 
6. What is your lived experience with effective virtual team trust that could enhance the chance of success of 
IT projects? Please explain in two to three sentences. 
7. What is your lived experience with effective virtual team knowledge sharing that could enhance the chance 
of success of IT projects? Please explain in two to three sentences. 
8. What is your lived experience with effective virtual team knowledge management that could enhance the 
chance of success of IT projects? Please explain in two to three sentences. 
9. What managerial style is best suited for managing virtual teams? Please explain in two to three sentences. 
Demographic questionnaire: 
1. What is your age? (Please check 1 response) 
 19-29  30- 39  40-49  50-59  60 + 
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2. What is your gender? (Please check 1 response) 
 Male  Female 
3. How many years of experience do you have with collocated project teams? (Please check 1 response) 
 1- 5  6 – 10  11 - 15  16 - 20  21 – 25  26+ 
4. How many years of experience do you have with virtual team projects? (Please check 1 response) 
 1- 5  6 – 10  11 - 15  16 - 20  21 – 25  26+ 
5. What is your current industry? (Please check 1 response) 
 Agriculture 
 Constructions 
 Finance and Banking 
 Information Technology 
 Manufacturing 
 Pharmaceutical 
 Retail and Wholesale 
 Other (Please specify) 
Research articles used for the development of the interview questions: 
Espinosa, J. A., DeLone, W., & Lee, G. (2006). Global boundaries, task processes and IS project success: A 
field study. Information Technology & People, 19(4), 345-370. doi:10.1108/09593840610718036 
Quisenberry, W. L. (2011). Common characteristics and attributes of self-managed virtual teams. Retrieved 
from ProQuest Dissertation and Theses database. 
Appendix E: Interview Questionnaire 
Interview Questions  
Project: Workplace Factors That Shape IT Project Success: A Phenomenological Study 
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Date: 
Location: 
Participant: 
Interviewer: Dan S. Nguyen 
The purpose of the research study is to explore the workplace factors leading to virtual team project success to 
aid in the improvement of future project success and reduce the failure and cancellation rates among virtual 
team projects in the IT industry. The study includes IT company team leader or above whom had prior 
experienced or current experience in managing a virtual team project. The participants must have knowledge of 
virtual team processes to be included in the research study. 
Your participation in the research study is voluntary. If you choose not to participate or to withdraw from the 
test at any time, you can do so without penalty or loss of benefit to yourself. There are no foreseeable risks to 
you from partaking in the research study. Dan S. Nguyen, the interviewer, will include your responses in the 
research study and will keep your identity confidential. I would like to take this opportunity to thanks you in 
advance for your participation with this research study. After completed filling out the study interview 
questions, could you please kindly email them back to me at dan.nguyen@waldenu.edu. 
Preliminary questions: 
Are at least 18 year of age? 
 No – Thank you! You can stop from here. 
 Yes – Please proceed to the next question. 
Do you currently or had prior experience with managing or leading a virtual team? 
 No - Thank you! You can stop from here. 
 Yes – Please proceed to the next question. 
Questions: 
1. What is your lived experience on a virtual team? Please explain in two to three sentences. 
2. What is your lived experience with virtual team cultural differences that could effect IT project success? 
Please explain in two to three sentences. 
3. What is your lived experience with virtual team functional differences (e.g. when more than one area of 
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functional expertise is represented within a team) that could effect IT project success or related to team-
rated performance. Please explain in two to three sentences. 
4. What is your lived experience with virtual team organizational differences (e.g. multiple vendors increases 
project complexity as an outcome of different and sometimes conflicting sets of goals and success 
measures) that could effect IT project success? Please explain in two to three sentences. 
5. What is your lived experience with effective virtual team coordination (e.g., task programming and team 
communication) that could enhance the chance of success of IT projects? Please explain in two to three 
sentences. 
6. What is your lived experience with effective virtual team trust that could enhance the chance of success of 
IT projects? Please explain in two to three sentences. 
 
7. What is your lived experience with effective virtual team knowledge sharing that could enhance the chance 
of success of IT projects? Please explain in two to three sentences. 
8. What is your lived experience with effective virtual team knowledge management that could enhance the 
chance of success of IT projects? Please explain in two to three sentences. 
9. What managerial style is best suited for managing virtual teams? Please explain in two to three sentences. 
Demographic questionnaire: 
1. What is your age? (Please check 1 response) 
 19-29  30- 39  40-49  50-59  60 + 
2. What is your gender? (Please check 1 response) 
 Male  Female 
3. How many years of experience do you have with collocated project teams? (Please check 1 response) 
 1- 5  6 – 10  11 - 15  16 - 20  21 – 25  26+ 
4. How many years of experience do you have with virtual team projects? (Please check 1 response) 
 1- 5  6 – 10  11 - 15  16 - 20  21 – 25  26+ 
5. What is your current industry? (Please check 1 response) 
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 Agriculture 
 Constructions 
 Finance and Banking 
 Information Technology 
 Manufacturing 
 Pharmaceutical 
 Retail and Wholesale 
 Other (Please specify) 
Appendix F: Pilot Responses 
Interview Questions – Pilot Test 
Project: Workplace Factors That Shape IT Project Success: A Phenomenological Study 
Date:7/24/2013 
Location: 
Participant:PP1 
Interviewer: Dan S. Nguyen 
The purpose of the research study is to explore the workplace factors leading to virtual team project success to 
aid in the improvement of future project success and reduce the failure and cancellation rates among virtual 
team projects in the IT industry. The study includes IT company team leader or above whom had prior 
experienced or current experience in managing a virtual team project. The participants must have knowledge of 
virtual team processes to be included in the pilot test study. 
Your participation in the pilot test study is voluntary. If you choose not to participate or to withdraw from the 
test at any time, you can do so without penalty or loss of benefit to yourself. There are no foreseeable risks to 
you from partaking in the pilot test study. Dan S. Nguyen, the interviewer, will not include your responses in the 
pilot test study and will keep your identity confidential. Your participation will allow Dan to adjust the open-
ended questions if necessary to assure clarity, appropriateness, and applicability. I would like to take this 
opportunity to thanks you in advance for your participation with this pilot test study. After completed filling out 
the pilot test study interview questions, could you please kindly email them back to me at 
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dan.nguyen@waldenu.edu. 
Preliminary questions: 
Are at least 18 year of age? 
 No – Thank you! You can stop from here. 
 Yes – Please proceed to the next question. 
Do you currently or had prior experience with managing or leading a virtual team? 
 No - Thank you! You can stop from here. 
 Yes – Please proceed to the next question. 
Questions: 
1. What is your lived experience on a virtual team? Please explain in two to three sentences. 
I am currently assigned to a virtual team. My team members are located in Indianapolis, Cleveland, 
Columbus and Arlington.   
2. What is your lived experience with virtual team cultural differences that could effect IT project success? 
Please explain in two to three sentences. 
Some team member are very good communicators when collaborating face to face they are able to get 
their point across easily and are able to instantly gage the response of team members. Colocation 
produces a more cohort team.  
3. What is your lived experience with virtual team functional differences (e.g. when more than one area of 
functional expertise is represented within a team) that could effect IT project success or related to team-
rated performance. Please explain in two to three sentences. 
Problems and issues among virtual team professionals are easily understood and resolve when 
functional experts are across the table from each other.  
4. What is your lived experience with virtual team organizational differences (e.g. multiple vendors increases 
project complexity as an outcome of different and sometimes conflicting sets of goals and success 
measures) that could effect IT project success? Please explain in two to three sentences. 
To ease the complexity of organizational differences, it is the project manager responsibility to bring 
together the team with one fundamental goal in mind which is the project deliverables.  
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5. What is your lived experience with effective virtual team coordination (e.g., task programming and team 
communication) that could enhance the chance of success of IT projects? Please explain in two to three 
sentences. 
Team coordination in a virtual environment is the order which keeps the team in a step by step process 
towards the end state of the project. 
6. What is your lived experience with effective virtual team trust that could enhance the chance of success of 
IT projects? Please explain in two to three sentences. 
Trust is the glue that keeps a virtual team together, a multiplier which leads to a successful project.  
7. What is your lived experience with effective virtual team knowledge sharing that could enhance the chance 
of success of IT projects? Please explain in two to three sentences. 
Information/Knowledge sharing is essential in a virtual team environment; Knowledge sharing inspires 
a different way of looking at or doing something. A new perspective on an old idea. 
8. What is your lived experience with effective virtual team knowledge management that could enhance the 
chance of success of IT projects? Please explain in two to three sentences. 
Knowledge management is very important in a virtual team, without it the potential for unnecessary 
rework which could influence deadlines.  
9. What managerial style is best suited for managing virtual teams? Please explain in two to three sentences.  
I like the transformational approach, because the leader has at his disposal different mechanisms to 
motivate and inspire the members. This approach requires providing caring, nurturing and 
intellectual support.   
Demographic questionnaire: 
1. What is your age? (Please check 1 response) 
 19-29  30- 39  40-49  50-59  60 + 
2. What is your gender? (Please check 1 response) 
 Male  Female 
3. How many years of experience do you have with collocated project teams? (Please check 1 response) 
 1- 5  6 – 10  11 - 15  16 - 20  21 – 25  26+ 
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4. How many years of experience do you have with virtual team projects? (Please check 1 response) 
 1- 5  6 – 10  11 - 15  16 - 20  21 – 25  26+ 
5. What is your current industry? (Please check 1 response) 
 Agriculture 
 Constructions 
 Finance and Banking 
 Information Technology 
 Manufacturing 
 Pharmaceutical 
 Retail and Wholesale 
 Other (Please specify) 
Interview Questions – Pilot Test 
Project: Workplace Factors That Shape IT Project Success: A Phenomenological Study 
Date:7/23/2013 
Location: Lexington, KY 
Participant: PP2 
Interviewer: Dan S. Nguyen 
The purpose of the research study is to explore the workplace factors leading to virtual team project success to 
aid in the improvement of future project success and reduce the failure and cancellation rates among virtual 
team projects in the IT industry. The study includes IT company team leader or above whom had prior 
experienced or current experience in managing a virtual team project. The participants must have knowledge of 
virtual team processes to be included in the pilot test study. 
Your participation in the pilot test study is voluntary. If you choose not to participate or to withdraw from the 
test at any time, you can do so without penalty or loss of benefit to yourself. There are no foreseeable risks to 
you from partaking in the pilot test study. Dan S. Nguyen, the interviewer, will not include your responses in the 
pilot test study and will keep your identity confidential. Your participation will allow Dan to adjust the open-
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ended questions if necessary to assure clarity, appropriateness, and applicability. I would like to take this 
opportunity to thanks you in advance for your participation with this pilot test study. After completed filling out 
the pilot test study interview questions, could you please kindly email them back to me at 
dan.nguyen@waldenu.edu. 
Preliminary questions: 
Are at least 18 year of age? 
 No – Thank you! You can stop from here. 
x  Yes – Please proceed to the next question. 
Do you currently or had prior experience with managing or leading a virtual team? 
 No - Thank you! You can stop from here. 
x  Yes – Please proceed to the next question. 
Questions: 
What is your lived experience on a virtual team? Please explain in two to three sentences. 
I have witnessed both poor and successful virtual teams. My personal experience has been primarily that they 
come down to the team members and leadership, just like collocated teams. However, virtual teams are more 
difficult and require specially guided expertise from leaders and members to truly succeed. 
What is your lived experience with virtual team cultural differences that could effect IT project success? Please 
explain in two to three sentences. 
Culture has a significant impact. From my experience I’ve seen many IT related virtual projects that were on an 
international scale and were put in jeopardy and experienced turmoil due to various cultures from around the 
world. For instance, I remember working on a project where members from Cebu Philippines had a significant 
piece in the project. Their culture can be one based upon saving face, so they would often avoid our phone calls 
and emails when we were pressuring them for scheduling updates. Their lack of communication would drive the 
team back in the U.S. nuts because we’re more up-front and expect frequent details/updates. When we were 
unable to go back to the client with respectable updates that put us at-risk of losing contracts. 
What is your lived experience with virtual team functional differences (e.g. when more than one area of 
functional expertise is represented within a team) that could effect IT project success or related to team-rated 
performance. Please explain in two to three sentences. 
My experience on virtual teams with this regard is no different from collocated teams. When you have multiple 
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functional areas collaborating on one project, there will always be conflict and various degrees of 
interests/agendas. 
What is your lived experience with virtual team organizational differences (e.g. multiple vendors increases 
project complexity as an outcome of different and sometimes conflicting sets of goals and success measures) 
that could effect IT project success? Please explain in two to three sentences. 
This is a huge risk. When we were deploying large-scale projects that were virtual in nature and had multiple 
vendors, we would often run into mistakes, miscommunication, scheduling misses, and quality issues. When 
you are unable to look over an unreliable vendors’ shoulder to ensure that they are doing things correctly, you 
run the risk of many misses and failures. We often would have to spend a lot of money on travel to go into the 
field and ensure that vendors were accurately completing assignments according to the SSOW. This actually 
defeats the purpose of using virtual teams if you have to constantly travel into the field and look over everyone’s 
shoulders. 
What is your lived experience with effective virtual team coordination (e.g., task programming and team 
communication) that could enhance the chance of success of IT projects? Please explain in two to three 
sentences. 
This really just depends on the project leader. If the leader lacks communication, they will be horrible at 
coordinating projects. Additionally, leaders that are unorganized also do not do well with this regard. It takes a 
strong supporting cast to make this piece work…if there is someone who is more technical in nature and then 
another member that is more administrative, it typically improves the flow of the project significantly. 
6. What is your lived experience with effective virtual team trust that could enhance the chance of success of IT 
projects? Please explain in two to three sentences. 
Trust is definitely a big deal. My experience has been when there is a lack of trust, it ruins the project success 
and vibe. This is even more so in virtual climates where it is very difficult to establish strong relationships built 
upon trust due to the dispersion involved. 
7. What is your lived experience with effective virtual team knowledge sharing that could enhance the chance of 
success of IT projects? Please explain in two to three sentences. 
Knowledge sharing is horrible in virtual atmospheres. It is not unusual for different members that are dispersed 
to receive updates late and not to be in the loop. Using communities of practice or having regular conference 
calls can help overcome this risk. 
8. What is your lived experience with effective virtual team knowledge management that could enhance the 
chance of success of IT projects? Please explain in two to three sentences. 
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Again, communities of practice contribute to improving this piece. Additionally, having on-going training and 
development is always a plus. Pointless staff meetings with project managers do not contribute to improved KM 
and are a waste of time. I’ve seen many PMOs want to have these weekly or biweekly meetings where all of the 
PMs discuss issues they are seeing on their projects or to provide some type of training. They seemed fake, 
vague, and very unproductive. I believe a dedicated team within the organization should be focused on this piece 
ensuring that top-notch OD methods are being utilized. 
9. What managerial style is best suited for managing virtual teams? Please explain in two to three sentences. 
A combination of transformational and transactional styles. Primarily, a transformational style that is very hands 
off, autonomous, and focused on being a project sponsor or champion works best. However, there needs to be 
some type of rewards as well, given to the team as a whole and not to individuals. This is where the 
transactional piece comes in handy. 
Demographic questionnaire: 
1. What is your age? (Please check 1 response) 
 19-29 x 30- 39  40-49  50-59  60 + 
2. What is your gender? (Please check 1 response) 
x Male  Female 
3. How many years of experience do you have with collocated project teams? (Please check 1 response) 
 1- 5 x 6 – 10  11 - 15  16 - 20  21 – 25  26+ 
4. How many years of experience do you have with virtual team projects? (Please check 1 response) 
 1- 5 x 6 – 10  11 - 15  16 - 20  21 – 25  26+ 
5. What is your current industry? (Please check 1 response) 
 Agriculture 
 Constructions 
 Finance and Banking 
 Information Technology 
 Manufacturing 
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 Pharmaceutical 
 Retail and Wholesale 
 x Other (Please specify) – Higher Education and Consulting 
Interview Questions - Pilot 
Project: Workplace Factors That Shape IT Project Success: A Phenomenological Study 
Date:7/24/2013 
Location: 
Participant: PP3 
Interviewer: Dan S. Nguyen 
The purpose of the research study is to explore the workplace factors leading to virtual team project success to 
aid in the improvement of future project success and reduce the failure and cancellation rates among virtual 
team projects in the IT industry. The study includes IT company team leader or above whom had prior 
experienced or current experience in managing a virtual team project. The participants must have knowledge of 
virtual team processes to be included in the pilot test study. 
Your participation in the pilot test study is voluntary. If you choose not to participate or to withdraw from the 
test at any time, you can do so without penalty or loss of benefit to yourself. There are no foreseeable risks to 
you from partaking in the pilot test study. Dan S. Nguyen, the interviewer, will not include your responses in the 
pilot test study and will keep your identity confidential. Your participation will allow Dan to adjust the open-
ended questions if necessary to assure clarity, appropriateness, and applicability. I would like to take this 
opportunity to thanks you in advance for your participation with this pilot test study. After completed filling out 
the pilot test study interview questions, could you please kindly email them back to me at 
dan.nguyen@waldenu.edu. 
Preliminary questions: 
Are at least 18 year of age? 
 No – Thank you! You can stop from here. 
 Yes – Please proceed to the next question. 
Do you currently or had prior experience with managing or leading a virtual team? 
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 No - Thank you! You can stop from here. 
 Yes – Please proceed to the next question. 
Questions: 
1. What is your lived experience on a virtual team? Please explain in two to three sentences. 
- Leading production support team, 2~ years 
- Leading corporate consulting team, 2~ years 
2. What is your lived experience with virtual team cultural differences that could effect IT project success? 
Please explain in two to three sentences. 
- Teams have been diverse demographically and culturally. No obvious patterns in outcomes linked to that 
diversity. Individuals have been flexible with each other and the virtual arrangement, relatively autonomous, 
professional, and reliable with corresponding positive outcomes. 
3. What is your lived experience with virtual team functional differences (e.g. when more than one area of 
functional expertise is represented within a team) that could effect IT project success or related to team-rated 
performance. Please explain in two to three sentences. 
- Same as “in the office” experience. Individuals bring their competencies, mesh, and produce. 
4. What is your lived experience with virtual team organizational differences (e.g. multiple vendors increases 
project complexity as an outcome of different and sometimes conflicting sets of goals and success measures) 
that could effect IT project success? Please explain in two to three sentences. 
- I&T being a service organization inherits goals/success measures from those it serves. Alignment is 
straightforward. Communication up, down, and across is the key. 
5. What is your lived experience with effective virtual team coordination (e.g., task programming and team 
communication) that could enhance the chance of success of IT projects? Please explain in two to three 
sentences. 
- Same as “in the office” experience. There are ready tool sets to organize, task, and communicate. The key is to 
use them effectively and consistently, and not over rely on any one method. Stay in touch with the people 
performing, maintain the human element. 
 
6. What is your lived experience with effective virtual team trust that could enhance the chance of success of IT 
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projects? Please explain in two to three sentences. 
- Encouraging and demonstrating individual autonomy and initiative works well. Try to keep the organization 
flat and responsibilities and tasks well defined and “owned”. Do not “over status”, but keep an open door. 
7. What is your lived experience with effective virtual team knowledge sharing that could enhance the chance of 
success of IT projects? Please explain in two to three sentences. 
- Same as “in the office” sharing. There needs to be a collaborative environment that is easy to access, easy to 
use, easy to reconfigure, has basic document services (see Gartner), etc. It should be there when you need it, but 
not a crutch (substitute for human resource) or forced (documenting for the sake of documenting/process).  
8. What is your lived experience with effective virtual team knowledge management that could enhance the 
chance of success of IT projects? Please explain in two to three sentences. 
- Same as above. KM is rarely done formally, especially on a localized basis. There needs to be a platform and 
some general intended use rules/strategy. 
9. What managerial style is best suited for managing virtual teams? Please explain in two to three sentences. 
- Keep your eye on the target, but do not compulsively manage individuals towards the target or over-specify 
tasks and schedules. Provide objectives, guidance when sought, trust and empower individuals to be self-
directed and achieving. Ask, listen and look for ways to improve or help the individuals work 
experience/environment/etc. (needs to be done more often!) 
Demographic questionnaire: 
1. What is your age? (Please check 1 response) 
 19-29  30- 39  40-49  50-59  60 + 
2. What is your gender? (Please check 1 response) 
 Male  Female 
3. How many years of experience do you have with collocated project teams? (Please check 1 response) 
 1- 5  6 – 10  11 - 15  16 - 20  21 – 25  26+ 
4. How many years of experience do you have with virtual team projects? (Please check 1 response) 
 1- 5  6 – 10  11 - 15  16 - 20  21 – 25  26+ 
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5. What is your current industry? (Please check 1 response) 
 Agriculture 
 Constructions 
 Finance and Banking 
 Information Technology 
 Manufacturing 
 Pharmaceutical 
 Retail and Wholesale 
 Other (Please specify) 
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